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― ABSTRACT ― 
Today, migration is often perceived as a way to a better match in the supply of people 
with the relevant skills and demand for labour. However, this assumption is often 
denied by the occurrence of job mismatch and discrimination in the labour market. 
Job mismatch in the labour market occurs when individuals‘ levels of education or 
types of skills are inappropriate in view of job requirements. Discrimination in the 
labour market refers to differential treatment that disallows equality of employment 
opportunity. The aim of this thesis is to shed light on job mismatch and its underlying 
processes among foreign workers from Lithuania and Poland in Denmark. To 
achieve this, relevant literature is reviewed on the topic which refers to the results of 
different studies on the measures and determinants of job mismatch and 
discrimination. Moreover, it analyses Danish labour market characteristics and their 
presumable impact on the problem. Furthermore, this study presents data derived 
through a mixed study method, which sheds unique light on the position of Lithuanian 
and Polish workers in Denmark, their experience in the labour market and different 
factors which make them likely to accept a job for which they are overqualified. 
Altogether, this thesis attempts to investigate which factors are important in 
determining a probability of being mismatched. For this purpose, it explores the 
perceptions of immigrants from Lithuania and Poland on job mismatch and 
challenges the assumption that overeducated immigrants are more likely to feel 
discriminated against. By emphasizing the importance of access to particular 
categories of job, our findings show what the immigrants‘ perspectives are for their 
participation in the labour market and for acquiring higher status jobs in Denmark.  
 
Key words: Danish labour market, job mismatch, overeducation, discrimination, 
foreign workers, Lithuanian and Polish immigrants. 
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1. INTRODUCTION 
Globalization is a process with deep historical roots which has left its marks on the contemporary 
world. There is a common agreement in much of literature that globalization has exerted a 
significant influence on “the autonomy of nation states, social democracy and the welfare state” 
(Nielsen et al., 2003: 365) that consequently has brought pressure for change. It is an important 
and integral part of today‟s economy, culture, society, politics and environment that, combined 
with technological progress in transport, IT and communication, has led to the creation of global 
markets, which in effect offered possibilities for specialization and more effective exploitation of 
economic opportunities (Nonneman, 2007). Globalization has provided people with new 
opportunities to change their residence, increased human mobility and facilitated cultural and 
social changes. These ideas are set out in the UN document from 2005: “the expansion of trade 
and the economy helped to create new nations and territories, fostered urbanization, opened up 
new spaces for production, and made crucial contributions to social and cultural change” (2005: 
235). However, despite the importance of all these processes, the main point of our interest is 
migration – the increasing population movements impeded “by the development of contacts and 
flows between different societies and cultures” (United Nations Staff, 2005: 235). Migration is a 
growing phenomenon, both in scope and in complexity. Our main attention is shaped around 
migration and mobility in the context of the European Union. Population dynamics comprise an 
essential basis for the European Union prosperity and enrichment of European labour market in 
qualified workforce. This creates a need for effective movements because if well-managed 
migration can bring about economic development through transfer of manpower and skills that 
provides the necessary knowledge and innovation for global growth (DESA, 2011). 
The controversial scenario proposed by H. Baunder (2006), who says that "the economies of the 
industrialized world today depend on migration" (Baunder, 2006: 3), reflects our interest in this 
process and inspires us to further research on this phenomenon:  
„Imagine, if on the same day all migrants and immigrants decide to return to their 
countries of origin. (…) Many sectors of the economy in industrialized countries would 
come to an immediate standstill. The rest of the economy would follow within days, if not 
hours‖ (Baunder, 2006: 3).  
Briefly speaking, immigration and integration have become public and political issues, especially 
the participation of immigrants within the labour market of receiving country. In addition, the 
growing demand for migrant workers has accelerated labour flows and simultaneously 
“facilitate[d] the incorporation of undocumented migrants” (Taran et al., 2003: 4). However, 
illegal immigration is not the case of our thesis. The insertion of illegal immigrants especially those 
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seeking refugee, better standards of living and employment is a growing issue in Europe. However, 
the complexity of the problem constitutes another dimension of the globalization process that 
deserves a separate attention. In our study, an immigrant is defined as “a person who has 
citizenship in one country but who enters a different country to set up a permanent residence” 
(Immigration Assist, 2010). We analyse the situation of Lithuanian and Polish citizens who came 
to Denmark with the intention of living and working there. Specifically, we examine their 
employment experience in the Danish labour market. 
1.1. Background and motivation 
The driving force behind this thesis is our experience of living and studying in Denmark. As we 
could observe the instant flow of immigrants coming from our home countries, it has shaped our 
interests in what position and employment opportunities they have in the Danish labour market. 
Among the Eastern European immigrants in Denmark, Poles are at the head and make up almost 
60% of immigrant groups. Another relatively big group of immigrants is constituted by nationals 
of the Baltic states: around 20% of the Eastern European workers in Denmark come from 
Lithuania, Latvia or Estonia (RF Research Unit, 2010: 6). Although Lithuanians do not comprise 
such a considerable group of immigrants in Denmark, our motivation for choosing this nationality 
arises from the fact that more and more Lithuanians are leaving their homeland in pursuit of jobs 
and higher salaries due to a high unemployment rate which after the financial crisis significantly 
increased and was one of the highest in Europe with 17,8 per cent in 2010 (Statistical Yearbook, 
2012). Within two decades, Lithuania has lost approximately half a million people that made the 
Lithuanians one of the most migratory peoples in Europe (Presseurop, 2012): “tens of thousands 
have left the country in search of a better life, mainly in the British Isles and Scandinavia” 
(Presseurop, 2012). On the contrary, Poland was not stricken by the financial crisis to such an 
extent and managed to reduce the unemployment rate – it is the only member of the European 
Union that has not fallen into a recession and that has continued to grow economically (Migration 
Information Service, 2010). However, the immigration to Denmark within the last decade has been 
markedly characterized by the flow of citizens from Poland – Poles make up the second largest 
group of immigrants in Denmark. Consequently, after the rules for entering Denmark have been 
recently reduced, particularly for Eastern European immigrant workers who represent niche skills 
and high qualifications (RF Research Unit, 2010), there has been a rapid growth of migrant 
workers from Lithuania and Poland entering Denmark in search of employment. Immigration in 
Denmark, as in the whole Europe, has become an important issue not only due to its great extent 
but also because of potential of highly skilled immigrants to alleviate the effects of labour market 
and skills shortages (Mavromaras et al., 2011: 10). As a result, matching skills with adequate jobs 
has become the paramount European policy agenda. After many years of economic crisis, Europe 
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slowly but steadily is recovering, however, long-term regulations concerning qualifications 
upgrading and population ageing, and their consequences on the availability and demand for skills, 
are becoming the matter of policy disputes (Cedefop, 2010). In this case, immigration wave is 
connected with the supply of people with high skills to meet the needs of economies, so it is 
evident that the incorporation of high-skilled immigrants within the labour market has become a 
key concern to host countries in order to boost their economies. However, the point is that even 
though it seems that education, skills acquisition and qualification rising promote the economic 
growth, lessen inequality and give the same rights, our experience tells us that it is not necessarily 
true, especially in terms of equal job opportunities and working conditions among immigrants. 
This situation has come to be known as a job mismatch based on insufficient recognition of skills 
that raises questions of whether immigrants hold jobs consistent with attained education and skills. 
1.2. Complexity of the problem 
The common explanation for the job mismatch is related to “job allocation frictions” (Tijdens et 
al., 2011: 7). It occurs when the required level of education for a given job differs from the 
employee‟s attained level of education (Piracha et al., 2012). So the problem of job mismatch 
concerns the fact that many immigrants face barriers to make full use of their qualifications in the 
host country. Nevertheless, we do not find the problem of job mismatch self-evident as it seems to 
be associated with another underlying process, discrimination, which we consider to be a 
reasonable, though disputable, explanation on the relatively difficult position of immigrants in the 
labour market. Basically, labour market discrimination can be described as “a situation in which 
persons, who provide labour market services and who are equally productive in a physical or 
material sense, are treated unequally in a way that is related to observable characteristics such as 
race, ethnicity or gender” (Altonji and Blank, 1999; In: Jakobsen, 2004: 3,4). 
Generally, it is said that immigrants tend to be more over-educated than their native counterparts 
and less likely to be found in managerial and professional occupations (Nielsen, 2007). It might 
also have an impact on productivity performance as a high immigrants‟ educational level and 
acquired skills can be beneficial for employers in host countries (Nielsen, 2007). Regardless of 
their high educational background they might not have so many possibilities to build their career 
path in a desired way, but may be forced to act in a fixed manner and accept the given working 
conditions. It prevents immigrant workers from “reaching similar economic and educational 
attainments as the majority population” (Taran et al., 2006; In IOM, 2008: 308). In many 
countries, immigrant workers indicate higher unemployment rates and, if employed, they tend to 
be in unskilled occupations that, in turn, imposes greater risk of overqualification. It appears that 
immigrants facilitate the reduction of overall wage levels, help to lower labour standards and assist 
in introducing more flexible employment practices. Thus, discrimination in their access to 
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employment, not poor qualifications, has been strongly linked to the problem of their 
marginalization (Zegers De Beijl, 2000). Despite the rising importance of immigrant workforce in 
economic boost, their employment and working conditions are still disputable and underscore need 
for greater attention in the light of the above-mentioned problems (Ambrosini et al., 2007). 
According to Taran et al. (2003), migrant workers often occupy jobs considered as “dirty, 
degrading and dangerous” (2003: 4). It is usually what the local people do not find attractive 
because of low pay, poor working conditions as well as hard and unqualified work. Consequently, 
foreign workers experience job mismatch and accept relatively lower wages that results in wage 
inadequacy, inequality, and even discrimination. Sicherman (1991) argues that “overeducated 
workers earn lower wages than perfectly allocated workers on a similar level of education” 
(Sicherman, 1991; In Jakobsen, 2004: 5). On the other hand, it might also happen that with the 
employment length immigrants become able to prove their qualifications on the job, and in effect, 
“climb correspondingly the occupation ladder” (Piracha et al., 2012: 9). So years spent in a foreign 
country together with labour market experience might improve an individual‟s chance of an 
appropriate match of job and education. It pinpoints not only the dynamism but also the 
complexity of the job mismatch process that we consider worth further investigation. 
1.3. Problem statement and formulation 
This thesis aims to analyze the phenomena of job mismatch and discrimination between the 
foreign workers from Lithuania and Poland and its effects on their integration in Denmark. The 
importance of the problem is stressed by the Aleksynska & Tritah (2011) who point out that “the 
full use of immigrants‟ potential is rarely the case, as the mismatch between immigrants‟ skills, 
qualifications and jobs remains a salient feature of immigrants‟ labour outcomes in destination 
countries” (Aleksynska & Tritah, 2011: 3). Even “anecdotes abound in the Danish public debate 
about well-educated immigrants who cannot seem to obtain jobs that match their formal 
qualifications” (Nielsen, 2007: 4). It makes us wonder whether the differences in access to 
employment can be attributed to their immigrant‟s status, country of origin, working class 
attainment, experience or maybe any other characteristics. Our goal is to investigate whether 
Lithuanian and Polish immigrants in Denmark represent right qualifications to perform certain 
jobs and whether there is a problem of „downgrading‟ of highly educated immigrant workers. 
All the theories provide some interesting hypotheses for testing and encourage us to further 
research as there might be still some other „non observable‟ factors and evidences of job mismatch 
that we are not fully aware of but that could better explain the occurrence of job mismatch and its 
underlying processes. So far, a number of studies has looked at the incidence of job mismatch with 
respect to such categories as gender, age, the residence length or level of attained education with a 
strong emphasize on its impact on wages (e.g. Aleksynska & Tritah, 2011; Budria et al., 2009; 
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Cedefop 2009,2010,2011; Piracha, 2012). In addition, the researchers have tried to find out 
whether the immigrants are more likely to be overqualified in comparison to native workers and 
how it is reflected in the higher probability of being mismatched (e.g. Brodmann et al., 2010; 
Nielsen, 2007). What is more, the problem of job mismatch in the context of Denmark has already 
been brought up in different studies (e.g. Liversage, 2009; Matthiessen, 2009; Roseveare et al., 
2004; Nielsen, 2007). Some research has even addressed this phenomenon by looking for the 
evidence of job mismatch among Eastern European immigrants who constitute a considerable 
group of workers in the Danish labour market (e.g. Ambrosini et al., 2007; Nielsen, 2007; 
Liversage, 2009; Piracha, 2012). Nevertheless, the possible connection between the job mismatch 
and discrimination in the workplace has not been fully explained yet. The similarities between 
these two phenomena are not straightforward and thus appear to be controversial. Therefore, the 
main objective of our thesis is to contribute to the current research by reviewing the existing 
knowledge and by supporting a common perspective of the presence of job mismatch and 
discrimination by our own empirical evidence. Following the example of the expansion of the 
Lithuanian and Polish workers to the Danish labour market, we investigate how the immigrants 
perceive the incidence of job mismatch and discrimination and if there are any possible similarities 
between these two problems. What is important, we wish to provide up-to-date research findings 
as well as confront some already existing assumptions concerning both phenomena. In other 
words, we wish to contribute to the current understanding of the problem of job mismatch by 
examining the perceptions of Lithuanian and Polish workers on their opportunities for the equal 
participation in the labour market and for acquiring higher status jobs in Denmark. 
All those reflections have led us to the following problem formulation that emphasizes our interest 
in the Lithuanian and Polish immigration to Denmark and its impact on the Danish labour market: 
How do the foreign workers from Lithuania and Poland perceive and experience 
the job mismatch and discrimination in the Danish labour market? 
Inspired by the previously described issues, we have come up with three sub-questions which 
helped us to address the main problem and directed our analysis in an accurate way. The 
discussion on these questions is an integral part of our research which has led us to the final 
answers and conclusion: 
1. What are the associations between the demographic aspects of Lithuanian and Polish workers 
and the Danish labour market characteristics? 
2. How and to what extent do foreign workers from Lithuania and Poland perceive job mismatch 
in the Danish labour market? 
3. How and to what extent do foreign workers from Lithuania and Poland perceive discrimination 
in the Danish labour market? 
2. LITHUANIAN AND POLISH WORKERS IN THE DANISH LABOUR MARKET 
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2. LITHUANIAN AND POLISH WORKERS IN THE DANISH 
LABOUR MARKET 
The immigrants‘ choice of destination country does not happen by chance. It is strongly affected 
by the country‘s economic situation, prosperity and attractiveness in terms of providing a better 
return to skills. In this part we begin with an overview of national reports concerning the 
characteristics of Lithuanian and Polish workers, their education level as well as their distribution 
by employment sectors in Denmark. We discuss the main characteristics and policies of the 
Danish labour market and account for the impact of immigrants on the future prospects of 
Denmark in the light of European Union enlargement and its underlying process. We explain what 
makes Denmark an attractive destination for immigrants and examine their position in the country 
as well as their job opportunities in relation to native Danes. It gives us a good background to 
further analyse to what extent the results of the existing research comply with our empirical study. 
2.1. Presentation of Lithuanian and Polish workers 
Nowadays the migrant population often involves individuals with a relatively high level of 
education. This is a new trend that commenced 15 to 20 years ago (Ambrosini et al., 2007). 
European countries have been considered to be attractive by migrant workers to a different extent 
and for a wide range of reasons. These variations depend on the economic structures, labour 
market strategies as well as social policies of host countries (Ambrosini et al., 2007). However, the 
country of origin is often the main foundation for analysing the immigrants‟ labour market 
integration as it might positively or negatively affect their employment rate and elucidate possible 
job mismatches among the foreign population. It might also account for whether the quality of 
education and labour market experience in the home country as well as the cultural and language 
diversities between home and host country are accepted or not.  
In order to talk about the job mismatch, we have chosen to focus on workers from Lithuania and 
Poland in Denmark. What makes Lithuanian and Polish immigrants a suitable and interesting 
research group is that, according to the Statistics Denmark based on self-reporting, they make up a 
group of well educated Eastern Europeans, comparing to Danes among whom they live (Liversage, 
2009). We read that the estimated 4,400 high-skilled Eastern European immigrants in the Danish 
labour market comprise more than 30% of all high-skilled non-western immigrants who reside in 
the country (Mørkeberg, 2000: 85; In Liversage, 2009). They also make up a group of better 
employed immigrants in relation to migrant population in Denmark in general, but they are not as 
fully employed as native Danes (Liversage, 2009). However, it is important to mention that by 
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saying „employed‟ we do not consider either their employment status, benefits or working 
conditions as all those factors constitute a subject to our further investigation.  
We look at the immigration flows from Lithuania and Poland over the years 2000-2012 due to 
several reasons. First of all, in 2004 ten new countries, including Lithuania and Poland, joined the 
European Union. Second, following the EU enlargement, Denmark opened its labour market to 
many Eastern European countries which in effect increased the influx of immigrants. Moreover, in 
2008 Denmark was severely hit by the financial crisis that has had a negative impact on the 
employment rate and an effective labour supply that consequently initiated need for the immigrant 
workforce. Altogether, it accounts for the vast increase in the number of Lithuanian and Polish 
workers in Denmark that is illustrated in the table below. A wide range of years has been chosen in 
order to better demonstrate how the number of Lithuanians and Poles has been changing in the 
face of above-mentioned circumstances. 
Table 1. Number of immigrants from Lithuania and Poland in Denmark (2000-2012) 
We focus solely on the legal immigrants from Lithuania and Poland who work in Denmark. 
According to the official portal for foreigners and integration, foreigners who are European Union 
citizens may stay in Denmark under the EU rules on free movement of persons and services (New 
to Denmark, 2012). As rules imply, EU citizens seeking employment during their stay, may reside 
in Denmark for up to six months or even a longer period as long as it can be documented that the 
Union citizen national is still seeking employment and has a genuine opportunity of employment. 
A registration certificate is required which is a proof of the rights already conferred on a Union 
citizen under the EU rules on free movement. Finally, immigrants enter the register when they are 
provided with a social security (CPR) number (New to Denmark, 2012). 
What is more, Lithuanian and Polish immigrants represent middle-class characteristics
1
 as well as 
their colour and culture do not make them stand out in the Danish population (Liversage, 2009). 
We can say that it makes them „invisible‟ in a sense that at first sight they may be easily identified 
with natives. Consequently, it leads us to further research and brainstorming on why they appear to 
be a subject for the job mismatch. We find Lithuanian and Polish workers in Denmark an 
interesting case for a deeper study as their high educational level should, apparently, give them a 
good opportunity to act in a flexible and goal-oriented manner. Therefore, our research attempts to 
                                                 
1 “Social class usually comprising of white-collar (non-manual) workers, lower-level managers, and small business owners (…). 
The income of this class is higher than that of the working-class but lower than that of the upper-middle class (…) and upper class” 
(Business Dictionary, 2013) 
Year 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 
C
o
u
n
tr
y 
o
f 
o
ri
gi
n
 Lithuania 899 1237 1508 1641 1694 1972 2385 2898 3390 4171 5068 6253 7327 
Poland 10348 10391 10580 10692 10877 11305 12417 14679 18506 24383 25443 26580 28043 
Source: Statistics Denmark 
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provide an evidence of their experience whether they are able to incorporate into Danish labour 
market successfully and gain similar employment benefits as native workers.  
2.2. Introduction to the Danish labour market 
Danish labour market is characterised by a fairly generous welfare system and the strong labour 
market organisations (OECD, 2007). It represents a high share of the public sector in a total 
employment, high employment of women, a strong prevalence of small and medium-sized 
enterprises, and a relatively generous welfare system coupled with high collectively-bargained 
minimum wages (Liebig, 2007). According to the Ministry of Foreign Affairs in Denmark, Danish 
labour market typifies “competitive overall labour cost level, flexible labour market, highly 
motivated and productive workforce, low frequency of strikes, well-organised labour market with 
good cooperation between the different parties, competitive remuneration costs for employees with 
higher education and management in general as well as hiring and firing practices” (Ministry of 
Foreign Affairs of Denmark, 2011). 
In Denmark there is a long tradition for division of responsibilities between the Government and 
the social partners, where the Government does not get involved into the regulation of pay and 
working conditions (Ministry of Foreign Affairs in Denmark, 2011). Most of the employment 
terms and working conditions are stated by an agreement between the labour market parties so 
there are actually few statutory labour and employment rules. The only legal regulations that do 
exist are often the result of EU legislation (Ibsen, 2012). In effect, there is no statutory minimum 
wage in Denmark. Instead, pay and working conditions are normally regulated through collective 
agreements
2
 made between trade unions and employers‟ organisations. Therefore, Danish 
representatives have more influence than the representatives in other countries like Lithuania or 
Poland. 
The uniqueness of the Danish labour market also relies on a limited employment protection and a 
high degree of social security, so-called “flexicurity” system (OECD, 2007). It is identified with a 
high degree of dynamism and flexibility that means fast and easy adaptation to fluctuating 
economic conditions. It results from a relatively small size of Danish businesses as they find it 
easier to adjust to changes in the external conditions. Denmark also represents advantageous 
labour market conditions with an overall unemployment rate of about 6% and an annual GDP 
growth of about 3% since 2005 (OECD, 2007). Basically, it should have a positive impact on the 
labour market integration of immigrants; however, there are some indications which do not 
support this assumption, which we discuss further in this thesis. 
                                                 
2 Collective agreement is a contract between the management of an organization and its employees which sets down and defines 
terms and conditions of employment (wages, working hours, overtime payments, holidays, vacations, benefits, etc.) as well as 
procedures for dispute resolution in their workplace (Business Dictionary, 2013) 
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2.3. European Union enlargement and the opening of the Danish labour 
market 
A substantial increase in the inflow of Lithuanian and Polish workers to Denmark is strongly 
associated with the European Union enlargement and the opening of the labour markets. Recently 
the European Union (EU) went through the two significant enlargements, giving the EU a total of 
27 member states – the significant one was the expansion of EU borders to the East in May 2004. 
It enabled free labour mobility for people within the EU and intensified migration from the new to 
the “old” EU member states (Pedersen, 2008). In effect, in Denmark we can observe almost a four-
fold increase in immigration (Pedersen, 2008: 8). The majority of the EU-15 countries have 
imposed immigration restrictions on new member states nationals who wanted to work or take up 
residence in these countries. Denmark is one of the countries that adopted an open door policy 
towards migrants allowing for relatively free movement across national borders upon accession. In 
Denmark, an entry to take a job is based on acceptance of an application for a residence and work 
permission (Pedersen, 2008). 
It was estimated that the EU enlargement will boost economic growth and create jobs in both “old” 
and new member states as well as enhance the security, stability and prosperity in Europe (Guloglu 
et al., 2005). However, in many EU countries the employment rate dropped in 2008. That may be 
explained by the global financial crisis that hit Europe in 2008 (Räisänen et al., 2012:10). Until the 
mid-2008, the Danish economy represented low unemployment rate and shortages of skills. The 
actual unemployment fell from its highest level in 1993 of app. 350,000 persons to around 50,000 
in 2008 (Räisänen et al., 2012). Although it remained relatively higher than the EU average in 
2010, Denmark was also negatively affected by the crisis. The result was a decline in the number 
of vacancies, growing unemployment – the registered unemployment rate for April 2012 was 6.2% 
compared to its lowest level of 2.5 % in June 2008 (Statistical Yearbook, 2012), and a reduction in 
the workforce that forced companies to hire less efficient people (Räisänen et al., 2012). 
The Danish economy has undergone many reforms since mid-1990s. After the crisis, the country 
responded with more intensified labour market policy that contributed to the well-functioning 
labour market and a high prosperity level (Räisänen et al., 2012). The main goal was to facilitate 
the effective supply of labour through offering guidance, job counselling, qualification upgrade 
and establishing more practical training for young unemployed people as well as reducing 
retirement age. This provides conditions for the economic development and prevents long-term 
unemployment (Räisänen et al., 2012). What is important, the promotion of labour market supply 
is strongly associated with anticipated labour shortages in the coming future resulting from falling 
numbers in the workforce that is about to make a great challenge to Denmark‟s employment 
policy. One could argue that the global financial crisis reduced the labour shortage problem, but 
along with the economy recovery the problem is expected to happen again. As a consequence, the 
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increased influx of foreign labour has become one of the main policies to stipulate the supply and 
enlargement of the workforce. 
2.4. Immigrants’ employment in Denmark 
“Employment is a key factor for the conditions of life of immigrants (…) and for their overall 
integration into Danish society” (Matthiessen, 2009: 71). However, it is important not only for the 
immigrants, but also for the host country. The more people working (no matter if they are 
immigrants or natives), the higher rates of employment so the more benefits the country can get. 
This results in the increase of economical indicators, less money paid for the allowances and better 
prosperity of the country. If this would be the case, we could speculate that it should be the Danish 
welfare state‟s interest to increase the employment level not only for its citizens but also for 
immigrants who have a residence permit. 
What is more, the Danish welfare state is likely to face a challenge in the near future (Nannestad, 
2004). Main problems involve the increased life expectancy, trend towards earlier retirement as 
well as rising tendency for later entry into the labour force, mainly because of prolonged education 
and/or enjoying more leisure at the expense of working hours (Nannestad, 2004). As a 
consequence, demands for the benefits and services of the welfare state are likely to increase, due 
to the growth in the number of the elderly and thereby the reduction in the size of the labour force. 
As Nannestad (2004) noticed, since immigrants are normally young, and since their fertility rates 
are usually higher than in the receiving country, immigration could to some extent counterbalance 
the above problems even in the longer term. In this situation, immigration seems to suggest itself 
to be a good response to demographic problems which Denmark might face in the coming years as 
they could boost the size of the labour force. In relation to this, there is an interesting statement in 
the annex to “Employment and working conditions of migrant workers” concerning policy issues 
which states that “as a result of a rapidly ageing population, Denmark will face labour shortages in 
the near future. (…) [I]t is imperative that migrant workers consider Denmark an attractive place 
to work. In this regard, it is essential that policies promote better working conditions for migrant 
workers and restrict illegal work” (Ambrosini et al., 2007). 
During the last decades, immigration to Denmark from non-western countries has increasingly 
developed into a challenge of its own for the Danish welfare state (Ambrosini et al., 2004). That is 
to say, the increasing differences between immigrants and natives regarding labour market 
outcomes has recently become a burning issue to address in Denmark (Ambrosini et al., 2007) that 
has created barriers for the successful integration of immigrants into the Danish labour market. In 
this case, being integrated into the labour market is equivalent to having a job – preferably job 
matching qualifications and providing proper working conditions and employment benefits. 
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Principally, getting migrants into work relies on the availability of jobs that correspond to their 
skills. However, high rate of employment does not imply the employment in jobs that match their 
qualifications with adequate earnings and benefits. In effect, many questions arise whether the 
immigrants‟ relatively high employment possibilities correspond to the employment which allows 
them to match particular skills. Immigrants face more difficulties in finding relevant employment 
due to their national background, foreign diploma, language barriers as well as lack of access to 
networks, information asymmetries or selective hiring on the side of employers (Matthiessen, 
2009). What is important, the problem concerns a relatively high percentage of Lithuanian and 
Polish immigrants, though they are on-demand workforce. As a result, immigrants‟ employment in 
Denmark, instead of being the solution for the Danish welfare state demographic change, has 
rather become part of the problem. Various integration measures have been provided and 
constitute a prime concern until today. It suggests that Denmark must take control of employment 
rates not only to show concern about immigrants but also to avoid problems in the country‟s 
economy. 
Improving the economic integration of immigrants, especially from low developed countries is a 
challenging task and has become one of the principle issues for the Danish government. In the 
Appendix I, we provide some Danish equal employment opportunity policies which highlight the 
importance of the overall problem of unequal treatment and opportunities for immigrants. This 
provides us with an additional basis for further analysis of whether those conditions are met and to 
what extent immigrant workers are able to enforce their rights and find relevant employment. 
2.5. The employment sectors in Denmark and the distribution of the 
foreign workforce 
Denmark represents a service economy which accounts for the highest number of persons 
employed in Denmark (Statistical Yearbook, 2012). The largest industries include public 
administration, education and health (31.6% of employed) as well as wholesale and retail trade, 
and transport (24.1% of employed). Primary industries such as agriculture, forestry and fishing 
constitute much lower share (2.7% of employed), (See: Appendix II) (Statistical Yearbook, 2012). 
The public sector in Denmark is among the largest in the EU. More than one third of all jobs in 
Denmark are in the public sector which comprises general government as well as publicly owned 
companies. The private sector is nearly twice the size – almost two thirds of all jobs are in private 
enterprises (Statistical Yearbook, 2012). Three largest areas of employment in the Danish private 
sector are manufacturing, financing/business services and retail trade/hotels/restaurants. Besides, 
there are app. 283,000 permanent workplaces in Denmark of different size, however most of them 
are small (less than 10 employees). The largest workplaces (more than 100 employees) are found 
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in manufacturing and in services – large workplaces are mostly common in public service 
activities (Statistical Yearbook, 2012). 
Furthermore, there is a high employment of both sexes in Denmark. Since 2004 Denmark has had 
the highest employment rate for women in the European Union. This high proportion of working 
women accounts for the very high rate of labour force participation – 71.1% of the women were in 
employment in 2010 (Statistical Yearbook, 2012). After the financial crisis, the number of 
employed decreased in the private sector and increased in the public sector. Employment by men 
fell dramatically in comparison to women, what was related to the fact that men are primarily 
employed in the private sector, while almost half of the women are employed in the public sector. 
With reference to the immigrants, statistics show that in “no other OECD [Organisation for 
Economic Co-operation and Development] country are the differences between the employment 
rates of native-born and immigrants as large as in Denmark, and unemployment is more than twice 
as high among immigrants as among the native-born” that concerns both genders (OECD, 2007: 
177). In general, immigrants in most European countries are underrepresented in the public sector, 
whereas in Denmark the degree of under-representation tends to be lower (Liebig, 2007). With 
reference to the European Working Conditions Observatory (EWCO), in most of the national 
reports, agriculture is ranked on the top of the list of employment sectors for immigrants in 
Denmark (Ambrosini et al., 2007). Manufacturing (especially in the textiles and heavy industries) 
and construction are classified as the second most frequently occupied sources of employment. In 
addition to the household services, unskilled service jobs in tourism, hotels and restaurants are 
considered to be a central source of employment for immigrants. More skilled jobs in 
administration, education or healthcare are very rarely mentioned (Ambrosini et al., 2007). This 
situation is supported by the argument that the majority of natives tend to avoid low-paid, 
unskilled and laborious jobs and leave them simply to the immigrants. In other words, immigrants 
tend to be channelled towards unskilled and low-paid jobs, which are usually the ones that natives 
are not willing to do. It draws our attention to the problem of distribution of Lithuanian and Polish 
immigrants in less rewarding and less profitable jobs and sectors that might reveal subtle forms of 
discrimination (Ambrosini et al., 2007). That might also result in significant wage differences to 
immigrants since the high presence of immigrants in certain sectors or occupations contributes to 
the decrease of average wages in the whole segment of the labour market (Ambrosini et al., 2007). 
It is also called an indirect form of discrimination, which is nowadays clandestine in the advanced 
countries since it cannot be practiced officially. But it can be fostered by the freedom of employers 
in a market economy to make decisions who they want to hire, who they want to promote and 
reward, and how they want to have a work organised (Ambrosini et al., 2007). Since they might 
rely on their own assessment directives, their decisions are likely to be driven by the cultural 
and/or national assumptions or prejudice. 
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Another specificity of the Danish labour market is reflected in the predominance of small and 
medium-sized enterprises (SMEs). The majority of firms in Denmark are SMEs which comprise 
app. 70% of total employment (OECD, 2007). It definitely does not facilitate employment 
opportunities for immigrants due to a variety of reasons. For example, owners of rather small 
companies lack in prior experiences with immigrants, especially in such countries as Denmark 
which has a relatively recent history of immigration (OECD, 2007). Besides, jobs in such 
companies are usually occupied by means of informal contacts and personal networks, to which 
immigrants simply have no easy access. Noteworthy, Denmark represents one of the lowest share 
of immigrants among OECD countries (OECD, 2007) with app. 7% of immigrants in the 
population (Statistics Denmark, 2012). That is to say, a considerable part of immigrants in the 
Danish labour market constitute a group of relatively newly arrived. 
2.6. Trade unions and immigrants 
The Danish labour market is characterised by a high degree of trade union membership – around 
80% of the total work force in Denmark is organised into trade unions which represent their 
interests within their specialist fields and levels of expertise (Worktrottter). Most employees are 
members of three main organisations: LO – the Danish Federation of Trade Unions, FTF – the 
Danish Confederation of Salaried and Civil Servants' Organisations, or AC – the Danish 
Confederation of Professional Associations (Statistical Yearbook, 2012). Trade unions play a 
crucial role in the Danish labour market. They offer personal consultancy and help with the cases 
concerning salary and working conditions and can assist with work-related injury cases, 
rehabilitation and so on. All the offers vary according to the industry with which the trade union is 
associated and depend on the employee‟s position and workplace (Work in Denmark, 2013). 
With respect to the immigrants, they are less unionised than domestic workers (Ibsen, 2012). 
However, there is an evident trend in the increasing participation of foreign workers in trade 
unions, especially from Eastern Europe. Polish workers, in particular, are highly represented in the 
membership statistics (LO, 2013). This increase has much to do with the fact that the unions have 
intensified recruitment activities. Besides, there is a growing number of members of Eastern 
European workers who are taking permanent residence in Denmark and are working for Danish 
companies – to a large extent in the building and construction industry (LO, 2013). Immigrants‟ 
predisposition to join or to be active in a trade union could be also explained by the problems they 
experience in the labour market. For instance, immigrant workers tend to be paid less than 
standard rates. As there is no statutory minimum wage, the only way to enforce the standard rate is 
through signing and monitoring the collective agreements so with the help of trade unions the 
immigrants have an opportunity to claim rights (Ibsen, 2012). 
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3. THE CONCEPTUAL FRAMEWORK 
With reference to Bryman (2008), theory refers to ―an explanation of observed regularities‖ 
(2008: 6). It plays a relevant role in a social and business research because it provides a basis as 
well as rationale for the study that is being carried out (Bryman, 2008). In our study, theory 
constitutes the background literature that has consequently incited us to raise questions and 
generate hypotheses that prompted further investigation on the subject. We have applied several 
concepts and theories which provide guidance while collecting empirical evidence and constitute 
the foundation on which a further discussion of the findings and research outcomes is built. 
3.1. Migration 
In this part, we discuss the relevance of migration process in order to show how extensively 
globalization has affected global population movements. Since our thesis is focused on Denmark, 
we describe briefly the history of immigration to the country and its effect on the employment of 
immigrants in the Danish labour market. Although globalisation has facilitated access to many 
international labour markets, it has also imposed many negative consequences on immigrant 
workers raising a challenge for their successful adaptation and participation within different 
employment sectors. Equal job opportunities, the same working conditions and qualifications 
recognition belong to the main problems faced by the immigrants. That is to say, all those 
phenomena have been stirred up by migration which is consequently one of the omnipresent 
effects of globalization. 
Globalisation has led to more freedom between the countries‟ borders that induced people to move 
all around the world not only as tourists but also to find new homes and jobs outside their home 
countries. That is called migration and it has been a “part of human history from the earliest times” 
(Castles and Miller, 2003: 4). More intensive people movement started from the 1970s (Castles 
and Miller, 2003: 1) and the highest intensity was reached at the beginning of the twenty-first 
century (Arnold, 2012: 5). 
Migration is a complicated process – it is “a collective action, arising out of social change and 
affecting the whole society in both sending and receiving areas” (Castles and Miller, 2003: 21). 
People migrate because they find new opportunities in another country. As Castles and Miller 
(2003) mentioned, “people migrate as manual workers, highly-qualified specialists, entrepreneurs, 
refugees or as family members of previous migrants” (2003: 3). What is important, much of this 
migration represents a „brain drain‟ of professionals and other trained personnel from the poor 
countries (…) to the benefit of the rich countries” (Arnold, 2012: 5). So there must be a possibility 
to find a job and there must be a demand for the workforce. As a consequence, there are three main 
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possibilities given for this demand: “general labour shortages, the need to fill the lower rank 
position in the job hierarchy, and labour shortages in the secondary segment of a dual labour 
market” (Piore, 1979; In Ahsan Ullah, 2010: 3). Overall, it shows that demand for migrant labour 
is constantly increasing. Thus, immigration tends to be a crucial option to address through 
expanding recruitment strategies for both low- and high-qualified immigrants that involves rising 
differences in their employment standards and shape the nature of future migration flows. 
3.1.1. Immigration to Denmark 
Denmark has one of the most restrictive legislation for immigration in Europe that is highly 
supported by Danes – six out of ten Danes support such policy (Arnold, 2012). Such situation may 
show no intentions to improve the relationship with the immigrants. In response, some researchers 
argue that immigration often is associated with the threat of economic completion, criminal 
activities, health risks, national identity, lack of job security in the host nation and discrimination 
or xenophobia (Burgess and Gutwirth, 2012). “Worldwide, migrants are subject to abuse – human 
rights violations, exploitative working conditions, non-payment of wages, arbitrary detentions and 
illegal deportations” (Arnold, 2012: 15). Similarly, it is reported that Danish people also see easy 
immigration to Denmark as a threat to their country‟s sovereignty (Arnold, 2012). 
Until the late 1950s, immigration to Denmark was restricted and originated primarily from other 
Nordic and western European countries (Nannestad, 2004). However, the fear of the immigrants 
could be traced backed to the times when Denmark experienced high flow of immigrants which 
started in the 1960s, when the first workers from Turkey, Yugoslavia and Pakistan came as guest 
workers (Justesen, 2003). They were outnumbered by people from the Nordic countries, USA and 
Europe – citizens from these countries made up about 56% of the total number of immigrants in 
Denmark in 1974 (Larsen and Matthiessen, 2002; In Nannestad, 2004). Apparently, guest workers 
do not seem to be a threat simply because they are expected to go back to their home countries. 
However, they did not leave, moreover, they brought their families to Denmark and settled 
permanently (Justesen, 2003; Arnold, 2012). Although in 1970s the Danish government withheld 
the immigration, the number of immigrants was still growing because of the permission given to 
immigrants from third countries as asylum seekers (Justesen, 2003). 
Overall, Denmark has not traditionally been a popular destination for immigrants. Immigration is 
somewhat a recent phenomenon. Nevertheless, the flow of immigrants has accelerated over the 
past twenty years. One year after arrival employment levels have increased rapidly, particularly 
among newcomers from Eastern Europe, from app. 25% at the beginning of this century to app. 
55% in 2006 (it refers to immigrants aged 30-65 years) and still continue to grow (RF Research 
Unit, 2010).  
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3.2. Job mismatch  
Today, matching skills and jobs is of rising importance especially when we consider people who 
enter labour market and experience serious difficulties in finding jobs matching their qualifications 
and potential. With reference to immigrants, this situation becomes even more complicated and 
questions their equal position and opportunities in the labour market compared to natives. In this 
part we provide an overview of job mismatch theory and relevant literature. We describe different 
perspectives on the topic as well as various forms of its measurement. Finally, we examine the 
pervasiveness and common trends of job mismatch among Lithuanian and Polish immigrants in 
Denmark and its impact on a wide range of realms in working life. 
Job mismatch is a broad phenomenon with a long and disputable history in the labour economics 
literature which provides a wide range of different interpretations. One of the first authors who 
tried to conceptualise the functioning of the labour market was Richard Freeman (1976). The main 
purpose of his work was to investigate the outcome of educational expansion in the labour market. 
He linked the occurrence of job mismatch and subsequent fall in return to education to the surplus 
of university educated individuals in the US. His main argument was that college trained 
manpower was under way of critical oversupply and appeared to remain so in the next coming 
years (Freeman, 1976). However, Freeman‟s view has met with much criticism and brought about 
further research on the subject. For example, Smith and Welch (1978) have confronted Freeman 
because, as they said, “at best Freeman exaggerates the case for an oversupply of college-educated 
manpower” (Smith et al., 1978: 1). They claimed that the evidence of overeducation referred to 
“overcrowded labour market among new entrants” (Smith et al., 1978: 52).  
Not so long after Smith and Welch‟s critical review, Duncan and Hoffman (1981) challenged 
again the problem of the overeducation by comparing individuals‟ education level to the level of 
education required by jobs. They examined workers who were appropriately matched in contrast 
with workers who found themselves in jobs which either demand less or more education than they 
actually had. They argued that in case of no or little effects of changes in the relative supply of 
different types of education on the skill composition of the labour market, overeducation may 
become a serious and long-term problem (Duncan and Hoffman, 1981; In Hanushek et al., 2011). 
Following their analysis, the outcome is that neither production is redesigned nor jobs become 
upgraded that leads to allocation of workers to jobs which require lower skills level than they 
represent (Duncan and Hoffman, 1981; In Hanushek et al., 2011). It results in “misallocation of 
education resources” (Duncan and Hoffman, 1981; In Piracha et al., 2012: 2) because jobs indicate 
both fixed productivity and wages, and therefore those individuals who work below the level of 
their qualifications produce and earn likewise workers with lower education occupying the same 
job position. 
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3.2.1. Job mismatch perspectives  
The problem of job mismatch has extended past views on the topic. However, there is still no 
single commonly accepted theory of job mismatch. In a broad sense, job mismatch refers to the 
situation in which the level or type of individuals‟ skills and education is not sufficient by virtue of 
given job requirements (Sala, 2011). Therefore, a person who is overqualified for a job is called to 
be overeducated which means that s/he has attained more education than a position requires. 
Education plays a critical role in the process of job allocation in today‟s labour market. The level 
of education and skills constitutes a crucial measure to determine the match between individual‟s 
qualifications and job requirements. Definitions of skill refer to “manual and motor skills as well 
as to a combination of mental and physical qualities” (Cedefop, 2009: 10). It is related to “a level 
of performance, in the sense of accuracy and speed in performing particular tasks” (Cedefop, 
2009: 10). But skill mismatch is also connected with “various types of gaps or imbalances 
referring to skills, knowledge or competences that may be of a quantitative or qualitative nature” 
(Cedefop, 2009: 10). In effect, the terms overeducation, overschooling and overskilling are often 
addressed in the labour market theories. 
Wolbers (2002) explains the problem of job-matching by referring to the main assumptions of 
human capital theory and job competition theory. In his paper we read that with respect to the 
human-capital theory, skills acquired in education comprise human capital (Wolbers, 2002). 
Provided that they contribute to a higher productivity, human capital becomes a worthy 
investment. Conversely, job competition theory implies that wages are not determined by 
individual characteristics, that is the productivity of workers, but mostly by job characteristics 
(Wolbers, 2002). It means that employers are in favour of workers who suit their vacancies best so 
they do not have to cover extra training costs. High educational qualifications reflect high 
“trainability” (Wolbers, 2002: 47). Therefore, the best positions are given to those who represent 
the highest qualifications. Then education is considered as relevant to a given position (Wolbers, 
2002: 47). Sattinger (1993) calls a combination of these two theories a job matching theory which 
states that the degree of match between possessed and required skills, decide about the level of 
productivity and earnings in a job. We can say that if an individual has a job which does not match 
his/her qualifications so his/her labour productivity becomes underutilized that results in lower 
wages. If the shares of the vacant jobs of a certain level exceed the available workers with relevant 
educational skills, we deal with the incidence of job mismatch. This discrepancy may result from 
either a specific labour market conditions in a given country, specific migration patterns, or both. 
Another important point is that nowadays the distribution of workers does not take place randomly 
but it results from their own choices which are driven by their desire to maximise income or 
utility. Guillem Sala (2011) explains this situation by the use of assignment model which 
determines jobs available to workers, the mechanisms of assigning workers to jobs, the essential 
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differences between workers, as well as the characteristics of jobs, workers and their relation to 
output (Sala, 2011). In Sala‟s (2011) paper we read that productivity and earnings are no more 
exclusively associated with education and experience. That means that they are not solely 
dependent on the availability and quality of jobs in the economy (Sala, 2011). Similarly, both 
human capital as well as job characteristics are significant aspects in determining wage rates so it 
is not enough to link wage rates exclusively to either acquired education or any other personal 
attributes, or to connect them entirely with the nature of the job (Sala, 2011). The job allocation 
process is not anymore only a game of a chance. Workers have now the opportunity to choose 
particular jobs over others. They become motivated and attracted by high wages, income 
maximisation, opportunity to upgrade and develop their qualifications and thus, willing to choose. 
It means that workers who are able to hold jobs which correspond better to their qualifications and 
which might provide higher salaries and better career opportunities (Dolton et al., 2009) are 
aspired by specific job characteristics which are not merely rewards for the possession of their 
personal attributes but determine their choice and thereby, play “an allocative role in the economy” 
(Sala, 2011: 1029).  
Furthermore, some researchers refer to career mobility theory associated with Sicherman (1991) 
while trying to explain the reasons for job mismatch. According to Sicherman (1991), “while the 
less educated will stay in the occupations, the more educated will be more likely to be promoted or 
leave the organization for another higher paying occupation” (1991: 108). The workers decide to 
take a low-level job as long as there is a high probability of promotion. Besides, in exchange for 
training and experience, individuals only temporarily accept jobs for which they are overqualified 
because workers who are overeducated seem to be more likely to move to the higher job positions 
over time (Sicherman, 1991). It is also said that workers will accept to be mismatched if the 
benefits they get, including the wage, exceeds the reservation wage
3
. In other words, the working 
conditions strongly affect workers eventual willingness to be mismatched (Dolton et al., 2009). 
Finally, job mismatch raises many questions whether it is a temporary or permanent problem, or 
perhaps it is a result of structural characteristics of the labour market as a whole. Recently, we 
have experienced the increasing level of education along with upgrading job requirements in most 
of European countries. Paradoxically, it goes along with rising imbalances between the skills 
possessed by workers and the skills required in the workplace (Cedefop, 2009). On the one hand, 
if job mismatch is observed in the light of imbalance between the supply and demand then the 
problem would concern the accurate adjustment of the labour market to educational sector. On the 
other side, when we talk about divergence between the skills and jobs in terms of friction and 
conflict concerning the mismatch of qualifications in the labour market then the problem refers to 
the proper functioning of labour market on its own (Dolado et al., 2003; In Dolton et al., 2009). A 
                                                 
3 A reservation wage is the lowest wage which someone will accept for a job. (WiseGEEK) 
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short-term job mismatch is possible when workers are searching for jobs more adequate to their 
qualifications or while companies “adapt their production processes to fully utilise the individual‟s 
human capital” (Sala, 2011: 1028). However, in long-term, job mismatch becomes a serious 
problem as it leads to a reduced job satisfaction, which lowers workers‟ productivity. In addition 
to skills‟ surpluses, the problem of job mismatch is strongly linked to unemployment and 
involuntary part-time work which are responsible for a waste of valuable human resources (Sala, 
2011). Moreover, being overeducated for a longer period of time may decrease the labour market 
value of an individual‟s formal qualifications if these skills become outdated. The skills of an 
overeducated worker are underutilised and therefore overeducation can be perceived as a kind of 
“skill-related underemployment” that leads to inflation of qualifications (Tijdens et al., 2011). Job 
mismatch can thus hamper the economy at a large scale due to the allocation of human capital 
resources in an inefficient manner. Incessant job mismatch might have an adverse influence on 
individuals and organizations in a way that it might undermine economic growth, overall 
productivity, competitiveness and innovation capacity (Cedefop, 2009). 
In addition, some research addresses labour market problems by investigating the implications of 
job mismatch at the European and national levels and by exploring to what extent European labour 
markets suffer from skill mismatch problems. Different studies examine dynamics and impact of 
job mismatch on the working population with a strong focus on groups most affected by job 
mismatch (e.g. Aleksynska, 2009; Cedefop 2009, 2010). They often refer to high-qualified 
immigrants and non-native populations as a vulnerable group in various respects, mostly by 
emphasising their difficulties in job career prospects due to lacking equivalence and non-
recognition of qualifications, language barriers and lack of work experience and discrimination 
(Cedefop, 2009). According to Cedefop (2010) it is estimated that, in 2020, 31.5% of all jobs will 
require tertiary-level qualifications and that around 34% of the labour force will have them. Some 
50% of jobs will ask for medium-level qualifications and around 48% of the labour force is 
estimated to be qualified to that level. Around 18% of the labour force will have no or low level 
qualifications and 18.5% of jobs will need no or only low level qualifications. Following Cedefop 
(2010), given these trends, Europe‟s challenge is not only to upgrade skills, but to match the 
people with the right qualifications to the available jobs. Consequently, in Europe, overeducation 
is estimated to average around 30% that makes a serious problem that might lead to decrease in 
productivity, lower competitiveness and qualifications obsolescence. Furthermore, research on job 
mismatch found that about half of the working population is appropriately matched and that the 
proportion of overeducated workers exceeds the share of undereducated workers (Cedefop, 2009). 
Recent analyses, which consider both over- and undereducation indicate that job mismatch is a 
pervasive phenomenon in Europe. According to the data from the European Community 
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household panel, which is based on self-assessment, only 21% of employees in Europe hold jobs 
relevant to their education, training and skills (Wasmer et al., 2007; In Cedefop, 2009). 
All in all, job mismatch turns to be a predominant phenomenon in Europe and a large number of 
employees work below their educational level. Considering that people who attain education and 
qualifications do not get them used and/or are not paid for using them, the better understanding of 
the problem of job mismatch should definitely be called for. Thus, job mismatch has become a 
growing concern for policy-makers at national and European Union levels that requires rapid 
change. A core element in the current European debate is to initiate a labour market for jobs and 
training that corresponds to citizens‟ mobility needs and aspirations (Cedefop, 2009) since 
matching qualifications to jobs is critical in sustaining productivity and economic growth. 
3.2.2 Measurement of job mismatch 
There are three different measurement methods which are used to explain the job matching 
friction: job analysis, worker self-assessment and realised matches. The first method is related to 
the information contained in the job descriptions. It is usually measured by professional job 
analysts who evaluate the required level of education for job positions by means of “occupational 
classification of the level of qualifications required to perform a particular job” (Sala, 2011: 1031). 
The second method is based on the worker‟s self-assessment about the education needed for a job 
they occupy. The worker‟s actual education comprises a main criterion in specifying the level and 
type of required schooling. It is a subjective method as it relies mainly on individual‟s “current 
available knowledge” (Piracha, 2012: 4). The third way of measurement is a statistical method 
based on a mean or mode level of education attained by workers in their job or occupation (Sala, 
2011). Following the realized matches, we deal with job mismatch when the education level is at 
least one standard deviation above or below the range in a given occupation (Sala, 2011). 
Different assessments of job mismatch vary considerably with various methods of measurement. It 
appears that overeducation tends to be self-recognized more often if any other objective measure is 
applied. This presumption has been analysed and accepted by many scholars, i.e. Groot and 
Maassen van der Brink (2000). According to Leuven and Oosterbeek (2010), analyses of self-
assessment and job analysis methods do not result in any substantial differences in the assessed 
incidence of the job mismatch. The realized matches method, however, has shown in most cases 
lower estimated levels of mismatch. 
3.2.3. Job mismatch and the immigrants 
Many researchers argue that job mismatch is a dynamic process that has been influenced by the 
individual‟s experience in the labour market (e.g. Piracha et al., 2012). As there is no consensus 
regarding the definition of job mismatch, but there is an almost common agreement in the 
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literature that immigrants tend to be more often mismatched than matched. There is a general 
tendency that although immigrants turn to be better educated than the natives, they are less likely 
to occupy managerial and professional positions and consequently, represent a group of unskilled 
workforce (Tijdens et al., 2011). Today the competition for jobs has become more intensive due to 
the high levels of unemployment that had a direct influence on the allocation of workers to the 
available jobs. They are forced to compete with the less educated for any kind of vacancy. This 
situation increases the probability of a higher overall incidence of overeducation in the economy 
(Aleksynska et al., 2011). There are many explanations for this imbalance that ranges from 
“imperfect transferability of human capital across borders – due to the language as well as cultural 
and economic dissimilarities between home and host countries – to innate ability of immigrants to 
discrimination in the labour market” (Piracha et al., 2012: 2-3). Consequently, most of the studies 
focus on the problem of job mismatch in the context of labour market and job characteristics with 
a strong emphasize on immigrants and their position among domestic population. In our thesis, we 
follow this framework and look at the distribution of migrant workers in Denmark across various 
sectors and occupations in order to assess their entry job positions, contractual relations, working 
conditions and possible difficulties in filling jobs appropriate to their qualifications. 
There are many debates about highly skilled and well-educated immigrants who face difficulties in 
finding jobs which correspond to their qualifications. Chiswick and Miller (2007) argue that 
immigrants used to move to a country with human capital acquired in their country of origin which 
tends to be not transferable, or at least not entirely, to the country they have arrived. They explain 
it as “the less-than-perfect international transferability of human capital skills” (2007: 2). This may 
result from a lack of language skills, as many foreign languages have little value in the destination 
country, to being unfamiliar with the host country labour market and its requirements for certain 
occupations. In effect, immigrants might simply find the human capital skills they represent not 
recognized (Chiswick and Miller, 2007).  
Moreover, some researchers say that mismatch lessens with the time immigrants reside in the 
labour market, however there is no common support for this presumption. Following Cedefop 
(2011), the possibility of being mismatched is higher for new entrants as it is a part of adaptation 
and integration process in which they gain more experience and become more familiar with the 
labour market. In further part of our thesis we will also investigate to what extent the residence 
length corresponds with the incidence of job mismatch. 
Furthermore, it is assumed that job mismatch results from labour market discrimination (Jakobsen, 
2004). It applies exclusively to immigrants, for example racial or ethnic minorities, who tend to be 
discriminated against in the labour market that requires them to either obtain more education for 
the same job or to accept lower conditions. Employers prefer workers who derive from the same 
ethnicity group or else hire immigrants under less favourable working conditions (e.g. lower 
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wages) in comparison to their native counterparts (Nielsen, 2007). Since there are very few studies 
focused solely on the interplay between these two phenomena, the immigrants‟ perceptions on job 
mismatch and discrimination and the search for possible similarities between these two processes 
constitute one of the main aims in our empirical research. 
3.2.4. The equivalence and comparability of education in Denmark, Lithuania and 
Poland 
To study the occurrence of the job mismatch between the Lithuanian and Polish workers in the 
Danish labour market, it is very important to understand the similarities and differences between 
the educational systems of every country. The types and division of educational institutions, the 
system of degree and the years of schooling have to be particularly considered because they 
constitute fundamental indicators of possible mismatches between job and acquired education as 
well as account for the equivalence and recognition of credentials abroad. In the Appendix III we 
provide general information about the systems of education in Denmark, Lithuania and Poland that 
allows for the comparison and identification of the common and distinctive features of each 
country‟s educational system. 
There are many similarities in the Danish, Lithuanian and Polish systems of education. Beginning 
from the very basic education – all three countries have pre-schooling, primary, lower secondary 
and upper secondary education. In all countries it lasts for twelve – thirteen years and only the 
primary and lower secondary education is compulsory. To be precise, the compulsory education in 
Lithuania and Denmark is from seven until sixteen years old, while in Poland it starts from six 
years old (European Commission, 2013). After nine or ten years of basic education students have 
the opportunity to choose their further way of education – to start vocational school or enter the 
upper secondary education, which would let them to continue in the college and get professional 
bachelor, or else study at university and get bachelor, master or doctoral degree.  
All in all, the structure of the higher education in all three countries is very similar with a few 
slight differences in the duration of the studies or the required ECTS points‟ amount. However, the 
qualifications gained in one of these countries are equivalent to the other two, so these differences 
do not need to be taken into consideration as a barrier and/or reason for the job mismatch. 
3.3. Discrimination 
At the beginning, the concept of discrimination evoked lots of confusion, as it was defined neither 
in “antidiscrimination legislations, such as the Civil Rights Act of 1964 (USA) and the Race 
Relations Act of 1965 (Great Britain)… nor today, it is difficult to find antidiscrimination laws 
which do provide precise definition of discrimination” (Craig, 2007: 25). Since the changes of 
terminology do not always reflect changes in practice, in this part we try to get understanding of 
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the concept of discrimination in terms of its possible forms, reasons as well as measures to 
recognize its occurrence. 
To start with, the Oxford Dictionary explains discrimination as the “unjust or prejudicial treatment 
of different categories of people, especially on the grounds of race, age, or sex” (Oxford 
dictionaries). Kraal et al. (2009) describes discrimination in a very similar way: “treating people 
differently on the basis of their gender, race, religion, ethnicity or their membership (perceived or 
otherwise) in a given social group” (2009: 12). With reference to ethnic discrimination, the basis 
for negative treatment results from individual‟s belonging to a particular ethnic category or group 
(Kraal et al., 2009). Thus a person may feel discriminated according to two main conditions – 
when s/he is treated with unjust and/or when s/he is treated according to her/his social identity or 
group membership (Major, Quinton, and McCoy, 2002; In Major and Kaiser, 2008). 
In most literature, discrimination is divided into direct and indirect discrimination. Direct 
discrimination refers to the discriminatory practices which are meant to a specific person or any 
actions which take aim at the exclusion of particular group in a direct manner (Kraal et al., 2009). 
We deal with direct discrimination when “a person is unjustifiably treated less favourably than 
another in comparable circumstances, and such treatment is done on grounds protected by 
antidiscrimination legislation” (Craig, 2007: 32). So direct discrimination, according to the Equal 
Opportunity Act 2010, appears “if a person treats, or proposes to treat, someone unfavourably 
because of a personal characteristic protected by law” (Victorian Equal Opportunity & Human 
Rights Commission, 2010). Indirect discrimination concerns practices which result from 
seemingly neutral behaviour or work routines and thereby, do not aim directly at the exclusion of 
particular groups (Kraal et al., 2009). It occurs when “persons in relevantly different situations are 
treated on the basis of factors other than prohibited characteristics, yet this results in unjustifiable, 
disadvantageous and differential consequences (for a specific group) causally linked to a 
prohibited characteristic” (Craig, 2007: 32). Equal Opportunity Act 2010 states that indirect 
discrimination happens when “a person imposes, or proposes to impose, a requirement, condition 
or practice that has, or is likely to have, the effect of disadvantaging people with a protected 
attribute, and that is not reasonable” (Victorian Equal Opportunity & Human Rights Commission, 
2010). 
Finally, there are some other forms of differential treatments which are also considered to be types 
of discrimination, namely opportunist discrimination and legal discrimination (Wrench, 2007; In 
Kraal et al., 2009). With reference to opportunist discrimination, possible exploitation occurs not 
only on the ground of racism or employer‟s prejudice but also on the basis of knowledge that an 
ethnic group finds itself in a weak position in the society and in the labour market and therefore, 
can be easily exploitable. In effect, these people become a subject to less favourable working 
conditions, lower wages, etc (Kraal et al., 2009). According to legal discrimination, regardless of 
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different non-discriminatory laws, there are still some legal restrictions concerning the access of 
non-nationals to particular jobs, usually in the public sector, or else they have a limited right to 
change employment. Such laws and restrictions are principally legitimate, except that it is proven 
that discriminatory treatment has taken place on the basis of ethnicity/nationality (Kraal et al., 
2009). This type of discrimination often prevails in European societies as many immigrants, 
though residing in a country in a long-term, still have to depend on a range of restrictive work and 
residence permits that markedly restrains their freedom compared to other workers (Kraal et al., 
2009). In our thesis we do not focus only on one specific kind of discrimination since our purpose 
is to investigate various discriminatory practices and thereupon, determine their types and 
prevalence for the case of Lithuanian and Polish immigrants. 
3.3.1. Employment discrimination 
Equal opportunities in the labour market play a significant role in a society because “it is a labour 
market where people earn their living and where their quality of life and that of their offspring are 
determined” (Kraal et al., 2009: 10). Principally, every resident should have the same rights to take 
part in a variety of activities like those in politics, education, healthcare, culture and labour market, 
while the age, gender, religion or ethnic background do not make any difference. By referring to 
the labour market, equal opportunities are critical as they help to build an integrated and well-
prospering society. However, regardless of growing number of policies and regulations directed at 
antidiscrimination at the European, national and local levels, immigrants still face unequal 
opportunities and/or limited access to labour markets, especially in Western societies (Kraal et al., 
2009).  
Employment discrimination refers to differential treatment that denies equality of opportunity and 
often tends to be used as an explicit explanation of labour market exclusion as most researchers 
believe that a substantial scope of unequal opportunities in the labour market arises from 
discrimination (Kraal et al., 2009). It is said that indirect discrimination occurs most frequently in 
the workplace through the recruiting process, informal social networks or “passive adherence to 
company rules or traditions that do not allow for changed circumstances” (Kraal et al., 2009: 38). 
Examples of indirect discrimination can be also found in everyday practices such as inflexible 
dress code, canteen menus or break/holiday rules especially in the context of immigrant workforce. 
In the labour market, immigrants often appear to be less competitive as they are considered to have 
insufficient level of skills, lack in the knowledge of the local language, weak educational 
background, and generally lower qualifications than the local residents (Kraal et al., 2009). This is 
a serious problem faced by foreigners because “labour markets are organised around the concept 
of competition, which means that there are processes of selection” (Kraal et al., 2009: 10). The 
selection of employees takes place on the basis of their skills and education which correspond to 
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the requirements of a particular job. Since nowadays those criteria often turn to be doubtful, many 
questions concerning the fairness of recruitment process arise. 
Discrimination in the labour market calls much attention because it has “an impact on the income 
and social status of those who are excluded or subordinated in the labour market”. What is more, it 
“undermine[s] the social political system, lead[s] to the waste of human resources and to the 
underutilisation of skills, knowledge and manpower, and prevent[s] access to the advantages that 
different types of knowledge can bring in a globalised economy” (Fridholm, 2006; EC, 2005; In 
Nilsson and Wrench, 2009: 23). As Kraal et al. (2009) signifies, unequal economic outcomes do 
not only emerge from discrepancies in qualifications, social background or experience in the 
labour market but also from foreign background as immigrants are more susceptible to unequal 
access to employment even though they represent adequate qualifications and make comparable 
efforts. In other words, “race and ethnicity are central dimensions of inequalities in the labour 
market” (Kofman et al., 2009: 47). But of course, immigrant status is not the only reason. The 
economical reasons are not less important. Recession and high unemployment rate are amongst 
some of the factors that should be taken into account, not just the feeling of discrimination 
(Nilsson and Wrench, 2009). 
Despite the various forms of promotion of equality, non-discriminatory treatment as well as 
regardless of general wisdom that each and every person should have the same opportunities in the 
labour market, it is commonly known that it does not happen. Differences in “skills, talents, 
merits, ambitions, experiences, so to say human capital, but also networks (...) social and family 
background, so to say social capital, shape a person‟s position in economic life. (Kraal et al., 2009: 
23). All these characteristics tend to be mediated or exposed by ethnicity that consequently leads 
to the problem of being excluded or subordinated in the labour market. It shows that even though 
governments create policies to prevent people from unequal opportunities, there are still many 
cases of discrimination to address. 
3.3.2. Discrimination in the European Union 
The European Union aims to reach a position in a labour market of no discrimination where “a 
worker should receive „no less favourable treatment‟” and fair competition among the employers 
(Eurofound, 2011). However, we can still find the evidence of inequality which can be of different 
types: gender, ethnic or racial origins and nationality, disability, sexuality, religion, transgender, 
age (Eurofound, 2011). So the core objective of the European Union Member States is to create a 
common labour market through the free movement of workers which requires the prohibition of 
discrimination on grounds of nationality and different treatment of workers who are nationals of a 
Member State of the EU. 
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The European Commission has been interested in the issue of discrimination in the European 
Union and the Public Opinion Analysis sector has conducted several surveys to find out the 
people‟s perceptions on this subject. The latest survey was done in 2012 which results were 
compared with the previous one from 2009. It shows that the discrimination is still a major 
problem in the European Union and according to the respondents‟ opinion, it is more common in 
the labour market than in other areas (Special Eurobarometer, 2012). It shows that there are three 
most widely perceived grounds of discrimination: “ethnic origin” (56%), “disability” (46%) and 
“sexual orientation” (46%) (Special Eurobarometer, 2012). Among the 17% of those who have 
experienced discrimination themselves, it was on the basis of their ethnic origin (27%). Moreover, 
when applying for a job, more than one third of the Europeans believe that being from another 
country makes it difficult to find a job in a host country and it is the most widespread type of 
discrimination in the European Union (Special Eurobarometer, 2012). 
As concluded in the Equality Summit “Promoting Equality for Growth” (2012), the economic 
crisis has its effect on the discrimination issues as well. It says that the financing has been reduced 
for the policies, including equality that resulted in less attention to the problem and rising obstacles 
for the growth as “growth cannot be achieved in a society where discrimination and exclusion 
exist” (Equality Summit, 2012). 
3.3.3. Discrimination in Denmark 
Danish population tend to deny a problem of discrimination in their country, but the “high 
unemployment statistics for ethnic minorities in Denmark as well as various social science 
research reports support that such discrimination does exist” (Justesen, 2003: 2). As the theory 
about discrimination says, the highest degree of discrimination can be observed in the labour 
market. Denmark is not an exception. According to the ENAR (The European Network Against 
Racism) Shadow Report 2008, “employment opportunities, apprenticeships and the negative views 
of employers” are the areas where discrimination in Denmark occurs (Laine, 2009). Additionally, 
ENAR Report indicates that “in the absence of strong legal protective measures against racism and 
discrimination and the free reign for politicians to say what they like, minorities have great 
difficulty in attaining equal rights and opportunities” (Laine, 2009). 
Another report, which was released in May 2012 by the Council of Europe‟s anti-discrimination 
organisation, highlights again that “immigrants in Denmark suffer with racism and discrimination” 
(Stanners, 2012). This report also mentioned the necessity of changes and improvements of Danish 
immigration policies (Stanners, 2012). 
Furthermore, the European Community Labour Force Survey provided the results which are a 
good example of discrimination in the Danish labour market. The table in the Appendix IV shows 
the employment and unemployment rates of men and women both native-born and foreign-born in 
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different countries. Comparing the unemployment rate in Denmark to the other nations, we can 
easily see that foreigners have fewer possibilities to be employed in Denmark – the difference of 
employment between native-born and foreign-born is the highest compared to other countries 
(OECD, 2007: 129).  
We could argue that high differences between the employment rates of Danes and foreigners might 
suggest discrimination. With reference to another research, the survey was done and its results 
show that immigrants feel discriminated in the Danish labour market (Matthiessen, 2009). The 
Overview of the Research Carried Out from 1999 to 2006 by the Rockwool Foundation Research 
Unit provides the results of the survey which reveal that for immigrants the main reason for being 
discriminated was their nationality (Matthiessen, 2009). What is more, comparative European 
statistical data of unequal circumstances of immigrants and ethnic minorities in the labour market 
demonstrate that there is a relatively high unemployment level in Denmark, where 6 per cent of the 
native Danes were unemployed in 2003 with comparison to 25 per cent of people with immigrant 
background (Muus, 2003; In Kraal et al., 2009). 
3.4. Chapter summary and final assumptions 
We found many theoretical explanations of the incidence of job mismatch and discrimination 
compelling and that incited us to come up with several hypotheses that we would like to further 
investigate. Through the empirical study on the position of Lithuanian and Polish workers in the 
Danish labour market as well as the difficulties they face in filling positions in jobs relevant to 
their qualifications, we seek support for our hypotheses so we could confirm or reject their 
consistency with theoretical considerations. 
After reviewing the current Denmark‟s economic situation, the future trends and the impact of the 
immigration on the Danish labour market, we can speculate that it seems to be a crucial policy to 
increase the employment level for the foreign workers. Lithuanian and Polish workforce may be 
beneficial for the future prosperity of the Danish labour market, however, rising imbalances in 
their employment standards are unavoidable that creates barriers for their successful integration. 
Many immigrants who have attained higher education level meet with difficulties to get a job that 
they are qualified for that prompt the problem of overeducated workers. Lithuanians and Poles are 
not the exception. On the contrary to natives, they experience more obstacles in finding relevant 
employment due to their national background, foreign diploma, insufficient language skills and 
lack of networks. In effect, they are required to obtain more education for the same job or to accept 
job under lower conditions. 
Moreover, it seems that a rising availability and quality of jobs in the economy, gives an 
opportunity, especially for higher educated workers, to choose particular jobs over others. 
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Lithuanian and Polish workers, although able to occupy jobs which correspond to their 
qualifications, are more prone to be mismatched than native workers and may find their 
qualifications not fully recognized in the Danish labour market. 
We may also suppose that mismatch lessens with the time the immigrants reside in the labour 
market. Their unfamiliarity with the labour market and necessity to adapt might account for 
temporary job mismatches. They accept it if the benefits they get are supposed to be upgraded. 
Overeducation may thus become a serious and long-term problem that leads to underutilization of 
immigrants‟ productivity and decreasing level of their earnings and Lithuanian and Polish labour 
force seems to be a potential group of workers to suffer consequences of the job mismatch. 
Finally, the rising imbalances among foreign workers population may emerge from discrimination 
in the labour market that might be another possible explanation of the problems faced by the 
Lithuanians and Poles in the Danish labour market. So we expect that there is a link between job 
mismatch and discrimination which makes group of Lithuanian and Polish workers susceptible to 
mismatch. The problem of job mismatch might be therefore addressed to unequal opportunities 
and/or limited access to particular jobs. In relation to this, Lithuanians and Poles may be simply 
considered to be less competitive and fall behind native workers that lead to their subordination in 
the labour market. 
Discriminatory treatment related to unequal opportunities in the labour market might be observed 
particularly in the high differences between the employment rates of Danes and foreigners. 
Besides, common prejudice concerning the immigrants from Lithuania and Poland might affect 
negatively their already disadvantageous and weak position in the labour market. We deduce that it 
might also account for the easiness with which they are exploitable and why they experience 
barriers in access to high-level jobs and therefore unequal economic outcomes. 
All these assumptions concerning the immigrants‟ unequal access to employment despite adequate 
qualifications might be explained by their foreign background. Therefore, we presume that 
Lithuanian and Polish workers are less likely to find a relevant job and attain equal opportunities 
and/or working conditions because of the immigrant status.  
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4. METHODOLOGY 
This thesis is built upon the mixed methods research. By integrating both quantitative and 
qualitative research methods we tried to obtain a wide range of data necessary to develop a deep 
and accurate understanding of the research problem. In the following sections we present our 
research strategy and account for the nature of our study which rests on the questionnaire and the 
interviews. We discuss the main concepts and their measurement, approach, the data collection 
and sampling as well as an evaluation of the reliability and validity of the findings. We end up 
with the presentation of the limitations of our study. 
In our thesis we follow Allan Bryman‘s both social (2008) and business methods research (2011) 
which helped us to approach our research problem, adjust methodological components to the field 
of our study and confront them with other practices of research. In addition, we strongly rely on 
W. Lawrence Neuman‘s (2011) textbook ―Social Research Methods. Qualitative and Quantitative 
Approaches‖ as well as ―Educational Research. Quantitative, Qualitative, and Mixed 
Approaches‖ written by Burke Johnson and Larry Christiansen (2012) as they let us bring out the 
core principles of our thesis and make reasonable judgments about the methods we have chosen. 
4.1. Field of study 
Our research is conducted within a framework of the case of foreign workers from Lithuania and 
Poland in the Danish labour market and the survey research which is supported by qualitative 
interviews. Asking the question of how and to what extent the foreign workers from Lithuania and 
Poland do perceive job mismatch in the Danish labour market, we bring out the issues concerning 
the area of business and society that our research attempts to illuminate. We find the subject of our 
thesis strongly related to both study of business and society in the social science orientation as it 
rises concerns about the problems which occur in the labour market in relation to immigrant 
workers, employment recruiting and management, and the level of equal opportunities. Altogether, 
it leads to the overall problem of job mismatch and discrimination that we understand as general 
social phenomena which involve business research. What is important, in our study we reflect on 
what is happening in the contemporary working environment in terms of interaction between 
immigrant employees and their integration within the labour market. Consequently, through the 
choice of the following methods and their implementation in this research we touch upon the 
problems of job mismatch and discrimination in the virtue of business and social reality.  
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4.2. Research strategy – positivism 
We base our thesis on the foundations of epistemological assumptions as we believe they underlie 
the choice of the type of research we wish to pursue. In general, epistemology focuses on “the 
issue of how we know the world around us or what makes a claim about it true” (Neuman, 2011: 
93). It defines what we need to do in order to generate knowledge and what knowledge looks like 
once we have generated it (Neuman, 2011).  
Following epistemological considerations, we have adopted one of its positions – positivism. 
According to positivism: “knowledge is arrived at through the gathering of facts that provide the 
basis for laws” (Bryman, 2008: 13). We found this principle strongly linked to our research 
objectives because likewise positivists, we consider it appropriate to build our thesis on “an 
organized method for combining deductive logic with precise empirical observations of individual 
behaviour in order to discover and confirm a set of probabilistic (...) laws that can be used to 
predict general patterns of human activity” (Neuman, 2011: 95). What is important, “the role of 
research is to test theories and provide material for the development of laws” (Bryman, 2008: 14). 
In our thesis, positivist considerations are reflected in the choice of an organized method for 
combining both deductive logic and precise quantitative data with precise empirical data research 
in order to investigate and confirm a set of rational and plausible correlations that can be used to 
predict general patterns of job mismatch and discrimination in the labour market. In this way we 
have been seeking the evidence in the regularity of response patterns to find principles which are 
true for the phenomena in question and at the same time external to our personal assumptions. As 
we could not take for granted all the findings which were established by pre-existing theories, we 
have integrated qualitative methods into quantitative research in order to obtain the most valid 
ways to approach the truth and to derive knowledge. Following a positivist approach, our research 
started with reviewing common knowledge about the problem that we derived from theory, which 
resulted in generation of assumptions that became a subject to further examination according to the 
methods of measurement. In other words, we were searching for the evidence of the occurrence of 
job mismatch and employment discrimination explained by theory, which we were trying to 
discover in case of Lithuanian and Polish workers in the Danish labour market, and determine the 
similarities in their perceptions on these two phenomena. We have tried to obtain the empirical 
evidence in order to determine whether our ideas about the problem of job mismatch and 
discrimination faced by Lithuanian and Polish immigrants in the Danish labour market can be 
verified and supported by the evidence. As we might have been wrong in our conjectures, our goal 
was to check the consistency between the assumptions derived from the literature and findings of 
our empirical research. 
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Considering epistemological assumptions in the positivist paradigm, our attempt was to confront 
and organize all the ideas, develop the most objective methods possible to obtain the closest 
approximation of above phenomena and to produce valid knowledge that accepts only empirical 
evidence. Regardless of our own values and personal views on the problem, we tried to stay value-
free in our work and do not rely on our own beliefs and attitudes but rather remain objective in 
order to get the principles outlined in the theory confirmed with the empirical findings. We agree 
that there is knowledge that can rightly be said to be true and/or known to be true, however in our 
research, knowledge that we obtain is relative to a society, theory, or conceptual framework. 
Therefore, it becomes disputable whether we can say that in our study it is possible to generate 
objective knowledge. We are aware that epistemology embedded in the positivist paradigm 
requires a research methodology which is objective and which places an emphasis on giving the 
evidence by means of the collection of precise quantitative data. So we have explained our 
research problem in quantitative terms through measurable data by using highly standardized 
questionnaire tool in order to discover how the variables interact, shape the concepts, and affect 
the outcomes. Besides, we refer to criteria of validity, reliability and generalizability to judge the 
accuracy of our quantitative study. However, as “positivism fails to understand the value of 
believing in personal explanations” (Neuman, 2011: 99), our research findings might rest upon 
both subjective opinions of the respondents as well as our own subjective interpretations. Besides, 
as researchers we were not able to exclude entirely our own values simply because our personal 
interests led us to this topic. Moreover, the fact that we decided to include certain questions and 
formulated them in specific ways might also be considered as a product of the subjective bias. 
While we were looking for the meaning and the answer to our research question in the experiences 
of our research participants, we mediated it through our own interaction. To be more precise, since 
the respondents‟ experience shapes our perceptions and conclusions, it self-implies subjective 
knowledge as it will always be, more or less, biased and therefore filtered through the lens of 
subjectivity. In effect, we find it inevitable to confront positivist paradigm because by pursuing 
and reporting our research objectives and outcomes they will always be to some extent influenced 
by subjective interferences. In order to understand the meanings that our respondents attach to 
phenomena of the job mismatch and discrimination in the labour market and get a deeper and 
better understanding of their experiences, we tried to limit the intrusion of bias, however we could 
not totally avoid it. 
4.3. Main concepts and their measurement 
As the main focus of our study concerns Lithuanian and Polish workers in the Danish labour 
market, it constitutes the unit of analysis in this thesis. Since immigrants from Lithuania and 
Poland make up a relatively large number in Denmark, our unit of analysis refers to a macro level 
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group, which we examine in relation to three phenomena: immigration, job mismatch and 
discrimination. These phenomena comprise three concepts and represent major points around 
which we conduct our research. We understand the concepts as “categories for the organization of 
ideas or observations” (Bulmer, 1984; In Bryman, 2008: 143). There might be different variations 
of the concept so in order to explain those variations, we build theories. For example, 
globalization, open borders between countries, increased human mobility, pursuit of better jobs, 
etc. are possible considerations out of which the concept of immigration emerges. Similarly, 
considering that some people get the job related to their education while the others end up in jobs 
which are way below their qualifications, we reach the concept of job mismatch. Moreover, the 
consideration that some people experience difficulties in finding a job corresponding to their 
qualifications, and face unequal opportunities in the labour market suggests the concept of 
discrimination. As Bryman (2008) explains, “concepts may provide an explanation of a certain 
aspect of the social world, or they may stand for things we want to explain” (2008: 144). This is 
why through our work we aim to explain why job mismatch and discrimination occur, and what 
are the perceptions and indicators of job mismatch and discrimination in the Danish labour market 
from the perspective of Lithuanian and Polish workers. 
In order to discuss and explain the above-mentioned concepts, in our research we refer to different 
variables, namely, “concept[s] or [their] empirical measure that can take on multiply values” 
(Neuman, 2011: 178). Values, or attributes, can be understood as “categories or levels of a 
variable” (Neuman, 2011: 178). For this purpose, we have used labour market data as general 
indicators of vulnerability and potential job mismatch and discrimination practices. So in order to 
explain labour market outcomes, labour market data need to be linked to a wide range of variables. 
In our study we have recognized a set of primary variables which, together with their values, are 
specified in the following table:  
Table 2. Variables with their values 
VARIABLE VALUES 
Nationality Polish, Lithuanian  
Immigrant status Legal status, illegal status, refugee 
Age Below 20,  20 – 25, 26 – 30, 31 – 35, 36 – 40, over 40 
Gender Female, male 
Type of educational institution  High school (post secondary education), vocational school, college, university  
Level of educational attainment Professional diploma, bachelor, master, PhD 
Duration of living in the country Before 1990, 1990-2000, 2001-2005, 2006-2010, 2011-2012. 
Type of job in home country F. ex. nurse, construction workers, mechanic engineer, etc.  
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Type of job in Denmark F. ex. cleaner, electrician. paperboy etc. 
Duration of employment contract Permanent, temporary 
Occupational status Full time (37h), part time, student job, self-employed 
Economic sector distribution F. ex. agriculture, manufacturing, retail, construction, housekeeping, 
administration, health, etc. 
Working conditions Salary, working hours, breaks, rights and entitlements,  amount of work, health and 
safety 
Employee benefits4 Training, bonuses, health care, equality/fair working environment, social 
safety/insurance, pension, informality and open dialogue 
Additionally, we focus on variables concerning immigrants‟ attitudes towards the importance of 
having a job that is related to their qualifications and educational background, opportunities in 
finding a job matching their skills, relationships with colleagues, employers as well as their level 
of satisfaction with working conditions, employment benefits and so on. These variables 
complement and control for the evidence of the above-mentioned variables and enable more 
adequate identification of job mismatch and discrimination in the Danish labour market. 
4.4. Approach to research 
Most of research mixes both deductive and inductive approach. As Blackstone (2012) emphasizes, 
the main difference between them is the relationship between the theory and the research. Even 
though these two approaches clash significantly with each other, they can also be complementary 
that is demonstrated in our thesis, where the multiple approach is applied. 
First, we based our thesis on deduction. Deductive research follows a very rigid methodology and 
rests upon deeply structured research agenda. Similarly, we have developed our own research plan 
which helped us to choose appropriate techniques by which we could collect necessary data as 
well as determine the procedures to analyse them. We started with reviewing existing literature on 
the topic, collecting and scrutinizing available data stemming from theories, statistics, reports as 
well as results of different studies which have already been carried out on the similar problem. 
Since we found many theoretical explanations of the incidence of job mismatch and discrimination 
compelling, we decided to test their implications with collection of our own empirical data that 
consequently confirmed and partly challenged our findings in relation to theoretical 
considerations. We have linked and compared different sources of actual data to quantitative 
questionnaire and qualitative interviews. 
Considering that job mismatch and discrimination are constantly up-to-date and open to many 
discussions topics, it led us to various assumptions and speculations about the problem. It reflects 
                                                 
4 Employee benefits are the extras or perks a person receives from his employer. These perks are in addition to the basic pay an 
employee receives in exchange for his work. For example, some common employee benefits include vacation pay and personal 
leave. Some types of employee benefits are required by law while others are optional (WiseGEEK) 
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the pervasiveness and dynamism of these two phenomena. That is why, we wanted to go beyond 
the conceptual framework as they might not reveal other alternative explanations. Since the idea of 
our thesis results, to a high degree, from our own experience in Denmark, we wanted to evaluate to 
what extent the existing theories covered all the observations hitherto made by us. We found it 
necessary to illuminate certain findings from the quantitative data so in addition to the analysis of 
responses from our online questionnaire, we conducted six qualitative interviews. In this way, the 
questionnaire data reflected deductive approach, whereas the interview data were very well suited 
to inductive approach. Finally, we demonstrated the results and discussed the findings by 
reviewing theories and by deducing new explanations of the research problem, which after all led 
us to the answer to our research question. 
What is important, our choice of combined approach is also set out in the epistemological context. 
We generated knowledge deductively by examining existing theories and literature as well as our 
assumptions arisen from the theoretical considerations against empirical findings (Neuman, 2011). 
On the other hand, we were working inductively by collecting empirical data in order to support 
our general propositions and thereby ensure reliability and truth of the overall problem. It shows 
how we progressed from particular instances to broader generalizations and then, by moving apart 
from generalizations again to individual samples we could support or reject their probability, and 
reach final conclusions. Even though, the goals of our thesis directed our research towards the 
deductive methods, the incorporation of some inductive aspects enabled more thorough 
examination and comprehensive understanding of the subject. 
4.5. Mixed methods: quantitative vs. qualitative research 
Qualitative and quantitative research represents two different methods, however, we do not find 
them competing but rather complementary and consequently, we apply both in our thesis. 
Primarily we were interested in doing a quantitative research. However, as we consider the 
examination of possible similarities between both phenomena interesting and worth of further 
investigation, we decided to end up our research by using qualitative method – interviews, asking 
particular Lithuanian and Polish immigrants what these problems mean to them and how they have 
experienced and dealt with them. The reason for this was to gather more adequate and reliable data 
and gain a better understanding of the circumstances under which both processes occur. In other 
words, qualitative methods helped us to understand the meaning of the conclusions produced by 
quantitative methods. 
Since the job mismatch and discrimination in the labour market are complex and controversial 
social phenomena, they require the use of a variety of research in their exploration. Therefore, we 
find both methods mutually reinforcing and believe that by mixing methods we could provide 
better understanding and more accurate and comprehensive explanation of our research question. 
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By integrating both quantitative and qualitative methods we could enhance reliability and 
generalizability of findings as well as increase not only others‟ but also our own confidence in the 
research results. It is so called “triangulation approach” (Bryman, 2008: 611) because applying 
qualitative method we could cross-check against the result of quantitative method. 
4.6. Data collection 
In this thesis we have used both primary and secondary data as it allowed us to investigate the 
research problem more thoroughly and answer our question in a more reasonable way. According 
to Stewart and Kamis (1984), secondary data is usually a “point of departure for primary research” 
(In Blaikie, 2003: 18). Similarly, we started with reviewing the secondary data in the form of 
available books, articles, reports, Internet sources and national statistics. It broadened our 
understanding of the area in which our research is embedded and let us get more deeply into the 
key concepts of the migration, job mismatch and discrimination both in general sense and in the 
context of Denmark. Besides, it made us familiar with the previous cases of job mismatch and 
discrimination as well as provided with relevant statistics on the immigrants in Denmark such as 
their number, employment rate and so on. However, by relying merely on the secondary data, we 
were able neither to cover all the aspects of our research that we were interested in, nor fully 
answer our research question. As a consequence, the collection of primary data enabled us, by 
establishing “a direct contact between the researcher and the source” (Blaikie, 2003: 18), to 
evaluate the quality of secondary data and control for its analysis. The first-hand data gained 
through our online questionnaire allowed us to scrutinize Lithuanian and Polish workers‟ 
experience, their position, attitudes and perceptions on job mismatch and discrimination in the 
Danish labour market. Overall, by engaging a number of both secondary and primary data we 
could obtain more extensive knowledge about the common and personal implications of both 
phenomena from the foreign perspective. 
4.6.1. The choice of surveys tool – online questionnaire 
In our research we have employed a questionnaire method as we needed to reach as many 
immigrants from Lithuania and Poland as possible so this way of collecting primary data turned 
out to be the best solution. It let us save our time and, by making it online, we could address a 
large number of immigrants living in different parts of Denmark. For this purpose, we have used 
“Surveys engine” which is an online surveys tool which enables the creation of various 
questionnaires from small and simple to large and complex. We found it to be a fast and simple to 
operate tool as we could easily customize it to our needs: we could efficiently make a wide variety 
of questions with possible answers, choose the appearance of our questionnaire and make it 
pleasant to an eye. There were also no restrictions for the questions or responders count. This tool 
provided us with the summary of the results that w could download in the preferred format. 
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4.6.1.1. The questionnaire design 
A successful questionnaire draws on people‟s willingness to participate and contribute to the 
research (2005; Sue and Ritter, 2007). According to Ruane (2005), the questionnaire should begin 
with the introduction, which would “sell” it to the respondents. We started by explaining who we 
are as well as what our research topic is, who we need to answer the questions and why it is so 
important. What is more, we informed that the questionnaire was anonymous and did not require 
too much time as it accounts for whether respondents choose rather to take up a questionnaire. 
Furthermore, it is essential to structure the questionnaire in a reasonable and well-organized way. 
It has to flow logically from one area to another and be easy to navigate as the respondents want 
questions in a way that they understand. We made our questionnaire according to Gray‟s 
suggestion for “going from easy to more difficult questions and from more concrete to abstract” 
ones (Gray, 2004: 199), so the respondents did not have to puzzle over the right answers (De Vaus, 
2002; In Gray, 2004. Sue and Ritter, 2007). We started with the questions concerning the 
background and demographic characteristics of the respondents so we could make a statistical 
comparison of who they are. Furthermore, the respondents were asked about the type and level of 
their education, as well as the kind of job(s) they had in their home countries and after arrival to 
Denmark. Besides, we asked for information which was crucial to find out to what extent the 
immigrants were allocated to jobs matching their qualifications that indicates whether a case of job 
mismatch does occur.  
Furthermore, we asked about the respondents‟ experience in Danish labour market, such as 
difficulties while applying for job(s), requirements to get a job, reasons for taking current position, 
satisfaction with their jobs and salaries, the working environment like the relationships with 
colleagues and the employers, equality at the workplace and so on. All these questions helped us to 
indicate whether any discriminatory practices occurred in their working place. To make matters 
more concrete, in the end we asked directly, whether the respondents had ever felt discriminated 
and, if so, in what circumstances. In this way we gave them a chance to share their experience and 
tell us about their personal opinions and perspectives about the problem and reflect upon what they 
consider to be important. The main principle was to obtain natural and honest answers. We wanted 
to avoid loaded (containing emotionally charged words) and leading questions (suggesting a 
certain answer) because they “bias the response the participant gives to the question” (Johnson et 
al., 2012: 167) and distort answers by the use of particular question wording. All the questions to 
our questionnaire are provided in the Appendix XV. 
4.6.1.2. Types of questions 
Our questionnaire contained the combination of close-ended and open-ended questions that 
implies both quantitative and qualitative questionnaire, so-called mixed questionnaire (Johnson et 
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al., 2012). As we wanted to hear about the respondents‟ opinions and experiences, we had to 
include questions which asked about their personal views, but at the same time we did not want the 
respondents to feel bombarded with too many, too complex and too time-consuming questions. So 
we tried to formulate the questions in a comprehensible and coherent manner and we gave them an 
opportunity to choose between possible answers. However, it was difficult to cover all the relevant 
answers options as they vary with individuals‟ position and attitude towards the problem so we 
could only have a guess about potential ways of response. For that reason we included an 
additional possibility: ‗Other‘ in most of the closed-ended questions. It allowed for categories that 
we might not have anticipated so the respondents had an opportunity to write their own answer 
that we failed to take into account. Besides, in some questions we added a choice of answer: ‗I do 
not know‘ as it might also happen that the respondents did not know the answer due to, for 
example, no access to the particular source of information in relation to a given question. So we 
could prevent from getting wrong and misleading answers and avoid possible inaccuracies and 
discrepancies. We also added the box called ‗Any comments‘ after most of the questions which 
allowed the respondents to write something that in their opinion was also relevant to a given 
question. It was optional and not required to answer. Finally, we used an open-ended exploratory 
question at the very end of our questionnaire with a blank space for comments in order to give the 
respondents an opportunity to rethink over the questions and share their final reflections. 
Undeniably, we are aware of possible question and response bias that often appears in this type of 
survey research. Sometimes the respondents tend to answer the questions in the way they think the 
questioner wants them to respond rather than consistently with their true opinions. They may also 
answer certain questions in the same way, usually by agreeing rather than carefully thinking 
through the answers. For example, a person might choose the option „Strongly agree‟ out of habit 
or simply a tendency to agree (Neuman, 2011). Similarly, in the ranking type of questions they 
might overstate or understate their opinions. We wanted to prevent or at least minimize bias in the 
design of our questionnaire by avoiding ambiguous and complex questions which involve vague 
and leading wording. Although we made an attempt to challenge above inaccuracies by 
formulating the questions in a way that would enable the collection of accurate responses which 
express the meaning and intent of the questions and ensure that all the respondents interpret the 
questions in the same way, we cannot completely deny possible occurrence of response bias. 
4.6.1.3. Three language versions of the questionnaire 
At the beginning we made our questionnaire in the English language. However, as we kept in mind 
that most of our potential respondents would probably be Lithuanians and Poles, we realized that 
not all of them might represent advanced English skills or else they might find it difficult to 
express their thoughts in the written form that would, in turn, throw obstacles to fully answer the 
questions, especially those of open-ended type. For that reason, we made two additional 
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questionnaires in both Lithuanian and Polish languages so people could feel more comfortable and 
confident while answering the questions. What is important, it increased our response rate as we 
were more likely to get a feedback and participate in research when people find the questionnaire 
easy to follow.  
4.6.1.4. Pilot questionnaire 
Many authors (like Dawson, 2009) emphasize the importance of piloting a questionnaire before 
sending it to the respondents. It is a great help “to eliminate or at least reduce questions that are 
likely to mislead” (Gray, 2004: 189) as “there is no better way to see what others think about the 
questionnaire than to ask them” (Ruane, 2005: 141). In our research we followed this advice and 
after designing the questionnaire, we tried it out in order to determine whether it operates in the 
proper way. A chosen group of people were asked to give their opinions about the questionnaire. 
Our intention was to check if the questions are understandable and if they do not suggest other 
meaning but are formulated in a succinct and clear way. We also wanted to hear whether the 
questionnaire was not too much time consuming. Moreover, we asked to proofread and check for 
possible mistakes. Finally, we wanted to make sure whether the tool was working well and if the 
whole questionnaire was designed in a logical way. We improved the questionnaire according to 
all the suggestions that we received, tested it again and finally sent the questionnaire out to the 
potential respondents. 
4.6.1.5. Questionnaire distribution 
Since we have used the online questionnaire, we distributed the message about our research 
together with the questionnaire website address in different ways. First of all, we sent emails out to 
other students at Roskilde University using local mailing lists. Then we were looking for different 
Internet forums for immigrants in Denmark where we also shared the links to the questionnaire. In 
addition, we found some Facebook groups created by Poles, Lithuanians and foreigners living in 
the country. However, in case of forums and groups dedicated to international immigrants we 
clearly pointed out at the beginning that our questionnaire was addressed only to Eastern 
Europeans as answers from people from countries other than in Eastern Europe would not be valid. 
What is more, we asked our contacts to forward the questionnaire to their friends, colleagues etc. 
so they could also do the same and share it with people they know and so forth. Here the 
snowballing method was applied which “implies picking some respondents who have the 
necessary characteristics and, through their recommendations, finding other subjects” (Zølner et 
al., 2007: 132).   
We were aiming to reach the immigrants from Lithuania and Poland working in Denmark in 
different age, both women and men, and representing different educational and employment 
background, however, we could not fully prevent sampling bias. That is to say, our ability to 
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sample the entire population was limited so there was a risk that the data we were collecting might 
not represent the whole target group. We did not want to address the questionnaire only to people 
we know because then the views of many important parts of the respondent group, who were not 
included, would be underrepresented in the sample and our ability to conclude from their 
responses would be reduced. So before publishing the questionnaire on certain Internet forums or 
Facebook groups, we tried to identify which type of immigrants were most likely to use these 
forums/groups in order to engage only people who belong to our target population. However, we 
had no influence on whether the majority of our respondents were women or men. Similarly, we 
found it difficult to predict what their average age would be. Although we managed to involve 
similar number of Lithuanians and Poles to our research, we could not control for similar 
proportion of men and women that have resulted in their disproportional number. The differences 
between the respondents‟ age as well as their educational level could also overrepresented certain 
individuals. For this purpose, we compared the characteristics of respondents in our sample to 
what we know about the Lithuanian and Polish workers in general. We analysed the results in 
terms of who did respond and then, by means of suitable tests for their significance, we could 
generalize particular data and apply the results to the entire population so not only the respondents. 
4.6.2. Interviews 
We have conducted five face to face interviews during the research process in which both of us 
have participated. One interview was made via Skype due to some problems to meet the 
interviewee in person. All the participants agreed to record the session so we taped and transcribed 
all the interviews, which mostly lasted up to 20 minutes per each. 
We have used the semi-structured type of interview, where “the researcher has a list of questions 
on fairly specific topics to be covered, (…) but the interviewee has a great deal of leeway in how 
to reply” (Bryman and Bell, 2011: 467). With this type of interview we were able to ask for 
comments about the subjects we were seeking and at the same time give the respondents freedom 
to mention any additional information that they considered to be relevant. The interview reflects 
partly our concerns as we had prepared a set of questions that we wanted to investigate and 
consequently, we followed them while interviewing. Since the interviews in our research are only 
supplementary to the quantitative research, the questions were related to the questionnaire that we 
had made beforehand and that we needed to cover and develop in order to investigate the problem 
of our research. In general, we stuck to our interview plan, however, it also happened that we 
departed from the schedule and asked additional questions because of new issues which arose 
during the interview and which we did not cover in our questionnaire. What is more, we were 
aiming at rich and detailed responses in order to complement and support the findings we obtained 
from the questionnaire. 
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Basically, the interviewees felt confident while talking about the job mismatch and discrimination 
because they were familiar with the problem and have experienced some of its aspects so they 
treated the matter very seriously. However, it was much easier for the interviewees to answer 
questions regarding immigrants‟ population in general rather than questions addressed to them 
personally. Such attitude alluded to certain fears of revealing information. Nevertheless, we tried 
to encourage the interviewees to speak neutrally as we did not want to incite responses or attitudes. 
As a result, the interviews allowed us to identify a series of common themes and units of meaning 
that consequently let us construct a model of understanding by looking for coherence, similarities 
and differences in the way they perceive the subject of our research. 
4.7. Analysis of empirical data 
4.7.1. Statistical Package for the Social Sciences 
To analyse our quantitative data collected via the questionnaires we have chosen to use the 
computer software, called Statistical Package for the Social Sciences or SPSS. According to 
Bryman and Bell (2011), it is widely used by the social scientists and it is of a great value because 
“it is closer to the way in which quantitative data analysis is carried out in real research nowadays 
[and] it helps to equip you with a useful transferable skill” (Bryman and Bell, 2011: 360). By 
using SPSS we were able to make frequency tables, correlations and crosstabs in order to analyse 
our data in a reliable way. 
4.7.1.1. Frequency tables 
A frequency table refers to the univariate analysis, where only one variable is used at a time 
(Bryman and Bell, 2011). It “provides the number of people and the percentage belonging to each 
of the categories for the variable in question” (Bryman and Bell, 2011: 342) so it is easier to 
summarize the data (Acton and Miller, 2009). In our research we have used the frequency tables to 
illustrate the background characteristics of the respondents. It gave us an overall view of different 
perspectives of job mismatch and discrimination. Consequently, while analysing the results of 
different questions related to these issues we got the idea of the respondents‟ opinions and views 
on the Danish labour market, how they perceive discrimination and experience the job mismatch. 
4.7.1.2. Correlations 
The aim of the correlations is to see if there is a real relationship between two variables, the 
direction and the strength of the relationship (Acton and Miller, 2009). For this purpose, the 
Pearson‟s product-moment correlation coefficient is used. This value may range from 1 to -1, 
where 1 is perfect positive relationship, -1 is perfect negative relationship and 0 shows that there is 
no relationship between variables (Acton and Miller, 2009). 
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Moreover, the statistical significance is not less important. Statistical tests show the probability of 
risk: “the smaller the size of the level of significance, the less likely it is that a Type I Error has 
been made and the more likely it is that our hypothesis really is true” (Acton and Miller, 2009: 
126). To accept or reject the hypothesis there are some standards of what the level of significance 
should be: 
• “p < 0.05 means less than a … 1 in 20 chance of a Type I Error; 
• p < 0.01 means less than a 1 in 100 chance that a Type I Error has been made; 
• p < 0.001 means less than a 1 in 1000 chance of Type I Error” (Acton and Miller, 2009: 126). 
In our research we have used only those relationships between the variables, which are not too 
weak (Pearson correlation (r) is not less than 0.2) and those in which significance level is less than 
0.05 in order to have trustful and reasonable results from the data. 
4.7.1.3. Cross tabulations 
“Cross tabulation tables, or contingency tables, are frequently employed to examine the 
relationship between two variables” (Acton and Miller, 2009: 141). In our research, it is very 
important to find out whether we can make conclusions from our sample about the whole 
population, so if we can generalize about the whole population from our questionnaire results. For 
this reason, we have used the chi-square tests that “allows us to establish how confident we can be 
that there is a relationship between the two variables in the population” (Bryman and Bell, 2010: 
355). However, it is not possible to draw conclusions only relying on chi-square. As described 
above in correlations paragraph, in cross tabulation it is also necessary to count the statistical 
significance (Bryman and Bell, 2011). Moreover, as the chi-square shows whether there is a 
relation between two variables, the strength of the association is not less important.  
We have analysed some crosstabs which we found the most relevant and beneficial to our 
research. The main criteria were the level of significance (the same as in the correlations –p<0.05) 
as well as the level of chi-square value. 
4.7.1.4. Regression 
The regression is used to determine whether there is any causality relation between the variables. It 
is “a group of statistical procedures in which the effect of one or more independent variables on a 
dependent variable are estimated” (Acton and Miller, 2009: 355).  By running the regressions, we 
were able to find the factors, which are making the biggest impact on the dependent variables – 
perceptions on job mismatch and discrimination. Moreover, the test shows to what extent they are 
influenced, what is illustrated by the standardized coefficients (Beta), which ranges between +1.00 
and -1.00 (Acton and Miller, 2009). The standardized coefficients let us find out which of our 
variables impact the most the respondents‟ perceptions on discrimination and job mismatch.  
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4.7.2. Content analysis 
Since our objective was to identify the meanings our respondents and interviewees attach to the 
phenomena of job mismatch and discrimination, we have used quantitative content analysis in 
order to analyze the responses to both open-ended questions in the questionnaire and the outcomes 
of interviews. 
Content analysis is embedded in “quantitative research strategy” (Bryman, 2008: 275) and 
similarly our goal was to generate quantitative accounts of words, concepts and themes in order to 
discover specified characteristics of the message (Bryman, 2008). In other words, it helped us to 
produce repeatable and precise results about the responses so we could recognize core meanings 
embedded in the text (since the results of our open-ended questions and interviews appear in the 
written form, we refer to them by saying „text‟). As Bryman (2008) points out, “content analysis 
becomes applicable to many different forms of unstructured information, such as transcripts of 
semi- and unstructured interviews” (Bryman, 2008: 275). It underlies exactly the needs of our 
research to get the message out from the interviews as well as from the open-ended questions in 
our questionnaire. In this way we tried to detect any tendencies and patterns in the responses of our 
research participants whether they indicate the existence of job mismatch and discriminatory 
behaviours in the Danish labour market. In this sense, the results of content analysis do not arise 
from our personal biases although they reflect our interests and concerns about the matter. 
We have used both manifest coding and latent coding in order to strengthen the final result of our 
content analysis. We have coded the transcripts of the interviews as well as responses from the 
questionnaire in the form of comments and personal opinions about the subject. We began with 
manifest coding in which we developed a list of words and phrases and counted the number of 
times they appeared in the text. For this purpose, we have scanned the information into an 
electronic form and used the Internet tool called text analyser available on UsingEnglish.com 
which helped us count and analyse the words, phrases and structure of the text. We could both 
examine the words and phrases in a detailed way as well as look at the text as a whole. Text 
analyser enabled us to show the statistics about our text including word count, unique words, 
number of sentences, average words per sentence and lexical density. Next, we have used latent 
coding in search for fundamental meaning in the content of the text. After analysing the text in 
quantitative terms, we could move along and guide our interpretations of the text and indicate 
existing themes. 
As it is difficult to accurately determine themes hidden in the text, we have considered both types 
of coding applicable. On the one hand, manifest coding relies on higher reliability than latent 
coding, as it checks precisely the frequency of words. However, it neglects that the same word 
might have multiply meanings which depend on the context in which they are used that reduces 
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validity of manifest coding (Neuman, 2011). That is why, we have chosen to combine it with 
latent coding which, even though appears to be less reliable, it increases the validity because we 
can communicate meaning in more accurate ways as it builds upon the context, not only particular 
words coding (Neuman, 2011). In other words, we ended up by taking more interpretative 
approach in order to uncover a possible latent content of the messages because we find it important 
to be aware of the context in which all those words were used.  
4.8. Reliability and validity 
Every concept has an operational definition which is governed by the theory (Neuman, 2011). 
Operational definition refers to a set of measurement techniques, specific action or procedures to 
indicate a variable in the empirical world (Neuman, 2011). Since our concepts are subject to 
testing, in order to support the theory they have to be measured. The range of types of measure is 
very broad. We have chosen a self-report measure that is a questionnaire including both open-
ended and close-ended questions. 
By the selection of measuring instrument, we wanted to achieve the best and the most explicit 
measure of variables we examine. Reliability and validity constitute therefore major concerns in 
our data measurement (Neuman, 2011). Since we study the job mismatch and employment 
discrimination and possible similarities between these two concepts, we needed detailed and direct 
information which is not easy to obtain. Thus, linking the concepts described in a theory with their 
empirical indicators is essential to get unambiguous understanding of the phenomena under our 
study. In this way, an indicator should be understood as “an indirect measure of a concept” 
(Bryman and Bell, 2011: 155). That is to say, to measure a concept we need to translate it into 
something measurable namely, an indicator. Following Bryman (2011), indicators cannot be 
relatively counted because they are not quantifiable. With reference to our research in which we 
investigate variations in perception on job mismatch and employment discrimination, we have 
chosen a questionnaire which stand for these concepts and consequently allow their measurement 
and bring quantitative results of empirical data representing these concepts in the real world. As 
we have measured variables in search of samples representing different perceptions on job 
mismatch and discrimination, we also had to collect and integrate empirical data and make their 
evaluation. Reliability and validity help to establish the truthfulness, credibility, or believability of 
findings (Neuman, 2011: 208) and are considered therefore two crucial properties that we had to 
take into account while assessing and interpreting the results of our research. 
4.8.1. Reliability 
According to Johnson et al. (2012), reliability concerns the issues of consistency or stability of 
measures. It means that the same pattern reiterates and/or occurs over again under identical or 
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nearly the same conditions. In our quantitative survey research based on questionnaire, we seek 
representative reliability as we attempt to discover whether the indicator deliver the same answer 
when applied to different people. By measuring reliability of our questionnaire, we wanted to 
make sure that the respondents gain the same understanding of the questions and provide us with 
accurate information. In our research, the reliability of the answers becomes even more important 
if we consider the fact that our questionnaire was available in three languages. Thus, it was 
necessary to test whether the same question from the questionnaire in English works equally well 
for people responding Lithuanian and Polish questionnaire and vice versa. In other words, we 
assessed the reliability of the questionnaire by estimating how consistent the results of the same 
questions are for different respondents within the measure. 
What is important, reliability increases when the results indicate a single concepts, in our case – 
job mismatch and discrimination. In order to improve reliability of our findings we had to 
formulate clear and specified questions to eliminate any kind of distracting and ambiguous 
information. For this purpose, we have used pilot studies and a multiply indicator measure. 
Basically, it means that “more than one indicator or item is used to represent a theoretical construct 
in contrast to a single indicator” (Bryman, Liao, and Lewis-Beck, 2003: 696). We have employed 
this measure in two ways. First, we have asked a couple of questions regarding different aspects of 
the subject, for example concerning respondents‟ education, job experience, relationships with co-
workers etc., so we could get more comprehensive assessment of their answers. Second, we have 
made six interviews on the basis of the questionnaire in order to get additional indicators of job 
mismatch and employment discrimination and therefore measure them from a wider range of 
respondents. Through multiply indicator method we could rely on triangulation and “measure 
different aspects of the construct with its own indicator” (Neuman, 2011: 210). Relying on just a 
single indicator we might have grasped only a part of the underlying concept and end up in too 
general results. 
4.8.2. Validity 
Validity indicates trustworthiness and “how well a particular idea fits with actual reality” 
(Neuman, 2011: 208) As Johnson and Christensen (2012) defines, validity is “the accuracy of the 
inferences, interpretations, or actions made on the basis of test scores” (2012: 143). It concerns the 
question of how we do know that a measure of a concept really measures that concept (Bryman 
and Bell, 2011). In regard to our research, the question is if we know and how we know that our 
questionnaire provides valid knowledge about the indicators and perceptions on job mismatch and 
discrimination in the labour market. Thus, the better the fit between the conceptual definition and 
an empirical indicator, the higher validity is (Neuman, 2011). Consequently, we had to make sure 
that our questionnaire measured what we intended to find out for this particular group of people in 
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a given context so we could make correct interpretations of the findings. In other words, to 
measure if Lithuanian and Polish immigrants have experienced job mismatch in the Danish labour 
market and simultaneously have also met with discrimination, we needed to determine whether our 
questionnaire really addresses the problem so we could get the information we wanted. In order to 
establish validity evidence of our research we had to evaluate our inferences for their soundness 
and appropriateness. For this purpose, by the questionnaire we made an attempt to capture all the 
relevant areas in our conceptual framework. We expanded the questionnaire in such a way to tap 
all the ideas from the theory necessary to indicate the occurrence of job mismatch and 
discrimination in the labour market and consequently, achieve a content-valid measure. 
Furthermore, we have applied multiply measures in order to attain validity of one measure by 
comparing it to another independent measure of the same construct. In this way, we wanted to 
develop the results of our questionnaire through another independent measure of the same concept 
– interviews, and thus measure convergent validity of our study (Johnson and Christensen, 2010). 
Overall, after collecting data through the questionnaire we conducted several interviews in order to 
correlate the measures and test whether both methods of measurement are related to each other. 
4.9. Generalizability of findings 
The issues of reliability and validity lead us to the problem of generalizability of our findings. 
Here we deal with the issue of how we selected people to take part in our study. It refers to the 
external validity or else “generalizing validity” (Johnson and Christensen, 2010: 256) because it is 
about the extent to which the results of our research on a specific sample can be generalized to the 
whole population. To reiterate, our target population involves Lithuanian and Polish workers in the 
Danish labour market to whom our study results are supposed to be generalized. 
After we defined our target population, we have selected a sample of respondents to our 
questionnaire. In order to decrease the level of questionability of our study‟s findings, we decided 
to expand the circle of the recipients of our questionnaire and sent it out to randomly selected 
individuals. We wanted to make a random selection of people in the best possible way as it 
“maximizes the probability that the sample will be representative of the target population 
[because] the characteristics of the population are then inferred from the characteristic of the 
sample” (Johnson and Christensen, 2012: 257). The nationality, education and employment were 
main criteria; it did not really matter if they were either men or women, or if they were in their 
twenties or thirties etc.  
Finally, we can generalize the results of our study that we have found with a group of randomly 
chosen immigrants to a wider population of Lithuanians and Poles who work in Denmark. So if we 
say that the incidents of job mismatch and discrimination happen in this particular set of 
respondents, can we then conclude that it does also take place among general population. 
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Certainly, we cannot eliminate possible bias in the representativeness of the results because of a 
questionable size of our sample compared to a total group of immigrants from Lithuania and 
Poland in the Danish labour market. The decision about sample size is neither simple nor direct. In 
order to get reliable and valid research evidence, we wanted to collect as many responses as 
possible through random sampling. However, we found it difficult to determine whether a number 
of 100, 200, 300 responses would be appropriate. Undoubtedly, the larger the size of a sample is, 
the larger its accurateness. Though it still does not mean that a large sample gives an absolute 
guarantee of precision (Bryman and Bell, 2011). In this case, it is also relevant to mention that our 
target population comprises quite a large number of individuals that account for a high variety of a 
sample. It implies that if we deal with a great heterogeneity of a population, we should consider a 
larger sample in our research. Therefore, the decision about the sample size was highly dependent 
on the time and cost of collecting responses to the questionnaire. We had to find a compromise 
between the time we had and the precision of findings we needed that resulted in 182 valid 
responses to our questionnaire. 
4.10. Further limitations 
In addition to our struggle with a sample size, possible subjectivity in the respondents‟ opinions 
and our interpretations, question and response bias as well as sampling bias, when carrying out the 
research, we have experienced some other limitations to our study. First of all, the information 
about Lithuanian and Polish highest attained education was not available. We contacted the 
Statistics Denmark in search for data concerning the level and type of education of immigrants 
from these two countries or else Eastern Europeans, however such specific data were not 
accessible. Unfortunately, for this study, we did not have a way of assessing the true quality of 
individual immigrant‟s foreign-acquired qualifications. That is to say, while asking people about 
the level of education, we were not able to look up their diplomas and any other school records. 
Moreover, we are aware of the possible buyers to our research. We tried to distribute our 
questionnaire through a variety of channels. However, we were not able to address the whole 
group of Lithuanian and Polish workers in Denmark equally. 
Despite the above limitations, we have made many attempts to overcome potential bias. Through 
the comparison and profound analysis of the findings from the questionnaire and the interviews, 
we were trying to verify their correctness and accuracy that helped us to become more confident in 
their trustworthiness. Even though specific questions might fail to capture the idea‟s essence, we 
believe that through our survey research supported by a few in-depth interviews we were able to 
produce reliable and valid measure of our research objective.  
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5. GENERAL FINDINGS FROM THE RESEARCH 
In this part we provide the general findings on the demographic aspects of the questionnaire 
respondents and the interviewees collected in our empirical research. By the selected background 
characteristics we discuss the employment status and differentials in the level and type of 
education of both groups of foreign workers. The educational attainment and jobs occupied by our 
sample constitute essential indicators of the job mis/match that enhances our ability to identify a 
degree to what the Lithuanian and Polish immigrants are properly matched to their occupations in 
the Danish labour market. By the comparison of the Lithuanians and Poles‘ characteristics we can 
distinguish between these two groups and assure that we can talk about them as homogeneous. 
5.1. Key characteristics of the respondents from the questionnaire 
Our sample consists of 182 workers from Lithuania (47,8%) and Poland (52,2%) (Appendix V: a). 
Females are the majority and comprise 69,2% (Appendix V: b). The age group ranges from below 
20 to over 40. Most of the respondents are between 20 and 30 years (69,2%) (Appendix V: c). 
68,1% of the respondents came to Denmark between 2004 and 2010. Only 11% moved to 
Denmark before 2004 that highlights a relatively recent movement from Lithuania and Poland to 
Denmark and emphasizes a dramatic increase in the number of immigrants in the country after the 
EU enlargement (See the table below). 
Table 3. Arrival to Denmark 
 
 
 
5.1.1. Motives for moving to Denmark 
In most cases (about 40%) the respondents came to Denmark due to financial issues. They chose 
to leave their homeland for the following reasons: to earn money (21,4%) and to get higher salary 
(18,0%). Many of the respondents also decided to study in Denmark (13,8%). 
Table 4. Reasons for coming to Denmark. 
 Responses Percent of 
Cases N Percent 
Reasons 
To earn money 87 21,4% 47,8% 
Better working conditions 44 10,8% 24,2% 
Higher salaries 73 18,0% 40,1% 
Social benefits/Danish welfare system 44 10,8% 24,2% 
Stable economy and low unemployment rate 39 9,6% 21,4% 
Better and faster testing of qualifications 10 2,5% 5,5% 
To raise qualifications (for example trainings) 12 3,0% 6,6% 
To study 56 13,8% 30,8% 
Other 41 10,1% 22,5% 
Total 406 100,0% 223,1% 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Before 1990 5 2,7 2,7 2,7 
1991 - 2003 16 8,8 8,8 11,5 
2004 - 2010 124 68,1 68,1 79,7 
2011 - 2012 37 20,3 20,3 100,0 
Total 182 100,0 100,0 
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5.1.2. Educational attainment 
All respondents were asked to classify their acquired education. 65,4% of Lithuanians and Poles 
have a higher education, whereas the majority comprises of those who completed universities 
(52,7%). To be more precise, our sample consists of workers who have either a vocational 
education that corresponds to a blue-collar job (17%) or further education which leads to higher 
level jobs (65,4%). 
Table 5. Completed educational institution. 
Within those who completed higher education, 27,5% has a bachelor degree, 24,2% obtained a 
master degree, 1,1% accomplished a PhD degree, whereas 11,5% of the respondents refers to 
those with a higher educational level but other than specified in the table below. Those are 
graduates from colleges and academies. Furthermore, 17,6% has a professional diploma (See the 
table). 
Table 6. The educational level of the respondents. 
In addition, in the Appendix VI we present the table which summarizes the branches of knowledge 
and skills acquired by the respondents and reflects the subjects in which they have their degree in. 
5.1.3. Employment 
More than half of the respondents (55,1%) work in the Capital Region of Denmark (Appendix V: 
Region of work in Denmrk). 70,9% work permanently, whereas the rest is employed temporarily 
(Appendi V: Type of employment). Here, it is important to mention that we focus only on 
immigrants who work fulltime or part-time, however they stay in Denmark permanently or at least 
they have worked here for minimum half a year as it implies, by rules, to EU immigrants 
documented as seeking employment in Denmark and having a genuine opportunity of employment 
(Ny i Danmark, 2012). We find it a necessary condition in order to avoid the results being affected 
                                                 
5 The option “Other‖ was chosen by three respondents: two of them graduated the academies and one professional school. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
High school 31 17,0 17,0 17,0 
Vocational school 31 17,0 17,0 34,1 
College 21 11,5 11,5 45,6 
University 96 52,7 52,7 98,4 
Other 5 3 1,6 1,6 100,0 
Total 182 100,0 100,0 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Professional Diploma 31 17,0 20,9 20,9 
Bachelor 50 27,5 33,8 54,7 
Master 44 24,2 29,7 84,5 
PhD 2 1,1 1,4 85,8 
Other 21 11,5 14,2 100,0 
Total 148 81,3 100,0  
Missing ,00 34 18,7   
Total 182 100,0   
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by short-term employment spells such as summertime jobs, which we could not classify by higher 
degrees of overeducation. 
According to our statistics, most of the respondents report a full time job (48,9%) (Appendix V: 
Employment status). However, 14,8% has a part time job because: they are still studying (45,7%), 
they do not have time to work full time (13,6%), or they were not able to find a full time 
employment (23,5%) (Appendix V: The reason for a part time job). 
5.1.4. The comparison of the Lithuanian and Polish respondents 
The Lithuanian and Polish workers in Denmark comprise two main research groups of immigrants 
in our study. For the sake of our research purpose, we decided to not distinguish between these 
two nationalities. Therefore, we find it necessary to explain the similarities and search for any 
significant differences between these two groups that would allow us to treat them as one group to 
which we can apply our findings. We have made correlations and cross tabulations which illustrate 
what the Lithuanian and Polish workers have in common and what makes them different. We 
began with the comparison of the basic characteristics, such as age, educational level, job match 
and then turned our attention to their perceptions on the job mismatch and discrimination. 
The correlations reveal no significant relation between the country of origin and other variables. It 
means that we cannot state any significant differences between the Lithuanian and Polish workers 
and other variables as they represent similar characteristics and perceptions on the same issues. 
However, to be completely sure that there are no striking differences between these two groups, 
we made cross tabulations to check for any associations which could be considered as disparities. 
Here we found some slight differences which we consider necessary to mention and analyse. 
Regarding the age of the respondents, there are more Lithuanians in the age group of 20-25 years 
old, while the other age groups consist of more Polish workers, though the number differs not 
significantly, only by a few percents (Appendix VII: a). Taking into consideration that there is just 
a barely higher number of Polish respondents, these differences do not affect the whole sample. 
While comparing the educational level of the Lithuanians and Poles, the cross tabulations show no 
significance in the associations between these two groups and the completed educational 
institution. We can only notice a minor difference in the educational degree held by the 
respondents. More Lithuanians have a degree of Bachelor, PhD and other (college diploma) while 
a larger number of Poles have a professional diploma and Master‟s degree (Appendix VII: b). 
We discovered some variations in the reasons for what they came to Denmark. The majority of 
both Lithuanian and Polish immigrants chose to move to Denmark due to financial and educational 
reasons. But when we look at the respondents as separate groups, the crosstabs indicate that there 
are noticeable differences in the number of respondents who chose social benefits and studies as 
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the main motives for coming to Denmark (Appendix VII: c). There are 12 Lithuanians more 
(15,4%) who believe that they can reap better social benefits in the country. We explore the same 
situation with the reason for studies – similarly 12 Lithuanians more came to Denmark in order to 
study. Additionally, we found that this situation has a considerable impact on the respondents‟ 
employment status and thus appears to account for why more Lithuanians have student or part 
time jobs, whereas Poles are more often employed in the full time positions (Appendix VII: d). 
Furthermore, we found some differences in the way the respondents‟ perceive the job mismatch 
and discrimination. To begin with, through the cross tabulations we observe that about 13% more 
Poles are of the opinion that the job they hold is related to their education. However, there are no 
significant associations between “the country of origin” and “the relevance of job to education” 
and “the opportunity to use the knowledge at work”. This means that there is no significant 
difference between the Lithuanians and Poles. As the results of the questionnaire show, these 
numbers are more or less the same that suggests that we can acknowledge the occurrence of the 
job mis/match between the respondents despite their nationality. 
Finally, the situation seems to be different when we look at the respondents‟ perceptions on the 
discrimination. The cross tabulation reveals that a larger number of Poles tend to feel 
discriminated in their workplace. By comparison, approximately 14% Lithuanians less said the 
same. This might be explained by the differences in the respondents‟ perceptions on the attitude of 
their Danish colleagues. Almost 27% of Polish workers consider the attitude of their colleagues as 
good while only 11% of Lithuanians express the same feeling. The employer‟s attitude, according 
to the crosstabs, seems to be the same in the view of both groups of immigrants (Appendix VII: e). 
To sum up, we discovered the highest disparities in the age, educational level, reasons for coming 
to Denmark and in a few perceptions on the job mismatch and discrimination. We consider „age‟ 
as the main variable that accounts for those differences. Poles tend to hold a Master‟s degree, 
while more Lithuanians have a Bachelor‟s degree. Keeping in mind that most of the respondents 
from Lithuania are younger, they are more likely to fall behind the level of education the Polish 
have. It also explains why more Lithuanians moved to Denmark in order to attain a higher 
educational level. However, these differences are not so strong and it is not reasonable to separate 
Lithuanian and Polish workers in our research. 
5.2. Key characteristics of the interviewees 
This part illustrates the sample of the participants of all six interviews. We begin with presenting a 
table that introduces our interviewees and provides data on their demographic background. 
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Table 7. Demographic characteristics of the interviewees. 
Name Nationality Age Time of 
migration 
Educational degree Employment 
Gaisva Lithuania 33 2004 Hotel and restaurant; Social Science; 
Master in Marketing (completed in 
Denmark) 
Unemployed 
Vytautas Lithuania 26 2005 Bachelor in Business Studies and 
International Development Studies 
(completed in Denmark) 
Logistics company – 
a team leader in 
inner operations 
Alvydas Lithuania 27 2005 Bachelor in IT and Communication 
(completed in Denmark) – still studying 
XML programmer 
Pawel Poland 30 2009 Bachelor in Economy tourism (completed 
in Poland) 
Waiter 
Martyna Poland 26 2009 Bachelor in Logistics and Transport 
(completed in Poland) 
Waitress 
Beata Poland 22 2010 Bachelor in Business Administration (in 
Denmark/not completed yet) – still 
studying 
Internet shop - 
processing orders for 
the customers 
The interviewees mentioned similar reasons for moving to Denmark such as: to study and/or to 
find a better job compared to their country of origin.  
Five of the interviewees completed higher education. Beata is still studying. What is more, four 
interviewees have studied in Denmark; Martyna and Pawel attained their education in Poland. 
Vytautas and Alvydas do have a job related to their education. The other interviewees do not work 
within their field of studies. Gaisva is the only one who does not work. She has been unemployed 
for three years. However, although we focus on the immigrants working in Denmark, we find the 
case of Gaisva relevant to our research. She was working in the cafe as a waitress and as a cook for 
almost five years. It was obviously not a job related to her education. After she got pregnant, 
Gaisva noticed that the employers were giving her less work and less hours that made her feel that 
she was about to be fired or prompted to quit herself. However when there were not enough of the 
workers at the cafe, she had to work more. After Gaisva went on maternity leave, she came back to 
work, however, she lost her job when the owners sold the cafe. Until now Gaisva still cannot 
succeed in finding a job adequate to her education despite the fact that she is educated in three 
subjects. Although she is constantly looking for a job, a competition in the labour market and 
foreign origin hamper her chances for getting a higher level job within her educational 
background. What is more, Gaisva is a member of a trade union which does not allow her to look 
for employment below her education. At the beginning she was trying to find any kind of job. She 
said that she would be even happy working in the kitchen in the kindergarten and make food as she 
likes it and that would also be convenient because of working hours. However, the trade union said 
that she had too high competences to be employed in such a position. Consequently, Gaisva is still  
without a job that does not allow for utilization of her qualifications and constantly diminish her 
prospects for finding the employment relevant to her education. 
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6. ANALYSIS AND DISCUSSION OF THE RESEARCH DATA 
In this section our aim is to answer three sub-questions which we have addressed to the main 
problem. In the analysis of each question we distinguish key issues which represent the leading 
perceptions on the job mismatch and discrimination. By combining both quantitative and 
qualitative data, we triangulate the findings from our research in the following five steps. First, we 
provide the results from the questionnaire in the form of descriptive tables. Second, we examine 
prevailing insights and attitudes towards the problems of job mismatch and discrimination that 
have arisen from the content analysis of open-ended questions and the interviews. Third, we check 
for the significance of the findings by means of the correlations, crosstabs and/or regressions. In 
this way, we could better assure that the issues we asked in the interviews actually measured what 
was designed to explain within the scope of our questionnaire. Fourth, we sum up the findings and 
highlight the major issues and striking points. Lastly, we discuss the outcome of the analysis in 
relation to the conceptual framework that allows us to recognize different perspectives of the job 
mismatch and discrimination in the Danish labour market in the virtue of the literature. The 
chapter ends up with the results summary where, by referring to all the findings we intend to 
answer the main research question. Altogether it leads us to the in-depth study of the perceptions 
of our sample on job opportunities, participation and placement of foreign workers from Lithuania 
and Poland in the Danish labour market. The responses to the open questions are provided in the 
Appendix VIII, whereas the interviews transcripts can be found in the Appendix IX. 
6.1. What are the associations between the demographic aspects of 
Lithuanian and Polish workers and the Danish labour market 
characteristics? 
The current Danish economic model is often considered to be an attractive goal by immigrants. 
The combination of high levels of welfare provision, active employment policies, wage 
compression and low hiring and firing costs contributes to high participation rates, low 
unemployment, and high levels of income redistribution in Denmark (Brodmann et al., 2010). 
However, our study shows that Denmark‟s labour market prosperity may also act as a barrier to its 
immigrants. Consequently, lower return to education for immigrants could demonstrate that 
immigrants are less likely to get a job matching their qualifications that might be underlain by 
many interesting factors concerning both demographic aspects and labour market characteristics. 
6.1.1. Educational attainment and its recognition in Denmark 
The educational attainment of our sample is a crucial indicator of the Lithuanian and Polish 
population in the Danish labour market that facilitates our ability to identify a degree to which the 
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respondents are matched to their occupations. However, when talking about the educational level, 
we must take into consideration its acceptance in Denmark. It is very important to confirm that 
education attained in Lithuania and Poland is recognized in Denmark to affirm that the differences 
in educational systems are not the reason for the job mismatch. 
6.1.1.1. Educational attainment and its recognition in Denmark – descriptive analysis 
Our results show that the majority of Lithuanians and Poles (65,4%) have a higher education and 
most of them (52,7%) have completed universities (Appendix V: i). Most of the respondents who 
have attained their education at the vocational schools, colleges and universities have the 
Bachelor‟s degree (33,8%) and Master‟s degree (29,7%). Less of the respondents have obtained 
professional (20,9%) or college diploma (14,2%) (Appendix V: j). All these immigrants are, by 
definition, the individuals who can reasonably be said to be at risk of over-education.  
We have asked the respondents if they had had any problems in the recognition of their education 
in Denmark. The table below shows that approximately half of the respondents did not have any 
difficulties in getting their education/qualifications accepted while only 6% claim to experience 
such problems. However, more than 43% stated that their education did not matter while applying 
for a job that could be explained by the fact that they already were applying for a job which was 
not related to their education. Despite this group of immigrants, when comparing the differences 
between the respondents who reported similar problems and those who did not, we came into 
conclusion that education attained in Lithuania and/or Poland is equivalent in Denmark and 
therefore cannot be seen as a major reason for the job mismatch. 
Table 8. Have the respondents had any problems in getting education/qualifications accepted by the employer? 
 Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
Yes 11 6,0 6,0 6,0 
No 92 50,5 50,5 56,6 
It didn't matter 79 43,4 43,4 100,0 
Total 182 100,0 100,0  
 
Nevertheless, in case of any difficulties in getting their education recognized, the respondents had 
to fulfil some conditions in order to get the job. Most common requirements concern accepting a 
lower position (37,5%), a lower wage (33,3%) or similarly taking extra courses/trainings (33,3%) 
(Appendix V: k). 
6.1.1.2. Educational attainment and its recognition in Denmark – results from the 
qualitative data  
The interviewees do also represent a group of highly educated people. Most of them have a 
Bachelor‟s degree and one holds a Master‟s degree. However, the problem of the recognition of 
their education is not the case as most of them have graduated (or still studying) from universities 
in Denmark. What is more, none of them reported that their credentials were not valid in Denmark. 
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They neither mentioned any problems in getting their education accepted while talking about the 
reasons for the job mismatch. The respondents from the questionnaire also did not consider the 
acceptance of education as a problem: “My education was recognised theoretically” 
(Questionnaire). On the contrary, the results from both the questionnaire and interviews link the 
incidence of job mismatch to insufficient Danish language skills, lack of experience in the labour 
market or being an immigrant in the country. 
6.1.1.3. Educational attainment and its recognition in Denmark – correlations 
The correlations test shows very weak relations between the educational level and the problems 
concerning the acceptance of immigrants‟ education in Denmark. It means that despite the 
respondents‟ education they are not likely to have any difficulties in getting their diplomas 
recognized by the employer. For this reason we can reject the assumption that the educational 
systems in Lithuania and Poland are not equivalent to the Danish one and therefore it could not be 
regarded as the reason for the job mismatch. 
6.1.2. Perceptions on the Danish labour market characteristics 
The functioning of the labour market seems to have a considerable impact on the way the 
immigrants perceive their employment opportunities in Denmark. Therefore we were seeking 
different views on the Danish labour market among the Lithuanian and Polish workers as we 
believe that their personal opinions and experience offer the best way to understand what their 
position and prospects actually are. We have chosen to explore three factors evaluated by the 
respondents: satisfaction with the job and salary as well as the working conditions. 
6.1.2.1. The respondents’ evaluation of the Danish labour market – descriptive 
analysis 
The results show that Lithuanian and Polish workers tend to be more satisfied working in 
Denmark than unsatisfied. What is interesting, most of the respondents positively evaluate their 
satisfaction with the job (80,8%) as well as with the salary (89,1%) (Appendix V: l,m). The reason 
for such a high score of the respondents‟ satisfaction level could be the differences between their 
home countries and Danish labour market standards. Here the salaries are much higher than in 
Lithuania and Poland that in some cases might increase the satisfaction with the job despite the 
position. On the other hand, the respondents, who evaluated their satisfaction with the salary other 
than “completely satisfied”, were asked to give a reason of any level of dissatisfaction. Almost half 
of them (46,4%) claimed that they have a low position which is low paid in general that does not 
imply any deviations from the common standards for a given job imposed on the immigrants. 
Other reason for a high job satisfaction might also be good working conditions. The majority of 
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the foreign workers show their gratification – 79,6% of the respondents are of a positive opinion 
about their working conditions (Appendix V: n). 
All in all, all these factors are related to each other, so the satisfactory level rises or falls in all 
factors to more or less similar extent. However, to prove this statement, we have made correlation 
tests which are described later in this sub-chapter. 
6.1.2.2. The respondents’ evaluation of the Danish labour market – qualitative data 
According to the respondents‟ comments, we can distinguish some main patterns about the 
characteristics of the Danish labour market. First of all, dissatisfaction arises either from low 
salaries in relation to the tasks and responsibilities they take up. On the one hand, the respondents 
mention that the job is not related to their educational background, however it is nice and well 
paid. On the other side, the respondents refer to a little opportunity for bonuses and for being 
promoted neither for a higher position nor for a getting higher salary that makes them dissatisfied 
with their jobs. One respondent shared her/his experience while asking for a higher salary: “I was 
told that there are many other workers who would accept this job position under the same 
conditions so nobody has to increase my salary to keep me at work” (Questionnaire). Moreover, 
Beata from the interview complains that she is treated “very objectively (…). We have certain 
standards that I have to fulfill or else I‘ll lose the job since my employer doesn‘t care” (Beata, 
10:35). However, the foreign workers admit that they had taken the job as they have to make their 
living. Those observations suggest unfavourable circumstances in the Danish labour market for the 
immigrants – there is a high competition for job, so the employers can use such situation to their 
own advantage. 
The respondents agree that they have their own aspirations and they seek a productive job which 
delivers a fair income, security in the workplace as well as better prospects for personal 
development and social integration. The interesting thing is that those, who are satisfied with their 
job, often mention that they can get a higher salary even though they occupy a low-level position. 
Sometimes it is mentioned that they get the same wage as they got while working, for example, as 
a cleaner though their current job is much more responsible and requires specific knowledge. 
While from the questionnaire we learn that most of the respondents evaluate their working 
conditions positively, the results from the open-ended questions as well as the interviews give 
rather opposite opinions. The respondents, who work as blue-collar workers often complain about 
“hard physical work in unfavourable working conditions, for example no heating in the warehouse 
in the winter” (Questionnaire). However, the foreign workers accept any kind of work despite the 
working conditions as their salaries are still relatively high. 
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6.1.2.3. The respondents’ evaluation of the Danish labour market characteristics – 
correlation test 
The correlations (Appendix X) indicate strong or good/moderate relations between “the satisfaction 
with the job” and other variables that might give an explanation of such a high level of 
satisfaction. The strongest relation is with “the satisfaction with the salary”. Pearson correlation 
coefficient r=.645 shows a strong positive relation. This means that the satisfaction with the job is 
getting stronger when the satisfaction with the salary does also rises. That could be confirmed by 
the fact that many respondents have chosen to take their current job because of a good salary. This 
test confirms the assumption we have made in the descriptive analysis. Moreover, as predicted 
before, Pearson correlation coefficient shows a strong relation between the “evaluation of working 
conditions” and the “satisfaction with the job” (r=.682) as well as the moderate relationship with 
the “satisfaction with the salary” (r=.557). This means that the better working conditions the 
foreign workers have, the more satisfied they are with their job that at the same time increases the 
satisfaction with the salary. The correlations prove that all these factors are strongly or moderately 
related with each other with the significance level p=.000. 
6.1.3. The comparison of the respondents’ jobs in Denmark and home countries  
We have asked the respondents about the jobs they had in their home countries, jobs they had after 
arrival to Denmark as well as jobs they have now. It let us distinguish several labour market 
trajectories of Lithuanian and Polish foreign workers to Denmark. To be precise, according to our 
research, access into work could be classified in the following ways:  
1. Entering into education-related job – it refers to immigrants who entered into work 
relevant to their credentials after arrival to Denmark; 
2. Entering into lower-level work and moving from there to higher-level occupations over 
time – it refers to immigrant who did not enter their former profession at the beginning, so 
they enter unskilled or semi-skilled work and moved from there into position matching 
their qualifications; 
3. Remaining in low-level positions – refers to immigrants who did not find employment in 
the field in which they were educated. 
In the Appendix XI we attach the tables which demonstrate the summary of educational categories 
of job occupied by the respondents in their home countries as well as after arrival to Denmark.  
We can see that a considerable number of the respondents who have completed universities and 
had been working in positions which were relatively consistent with their education, decreased 
dramatically after arrival to Denmark. Only a small percentage of Lithuanian and Poles had found 
a job matching their qualifications at the beginning of their stay in Denmark, whereas the majority 
had been hired in service sector (waiters, cleaners, newspapers distributors etc.) or as blue-collar 
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workers, that refers to performing any kind of physical work (manufacturing, construction, 
mechanical, maintenance, technical installation etc.). For example, from 29,1% of Lithuanians and 
Poles who completed education in the fields of social structures 16,6% had got the job in the same 
field in their home countries, whereas after moving to Denmark merely 1,1% had found relevant 
employment. However, within time the situation has changed and resulted in the growth in the 
number of the respondents who have moved to the higher level-occupations: currently 14,8% of 
workers from Lithuania and Poland work in social structures. Consequently, the percentage of 
immigrants with a higher degree (PhD, master or bachelor) who had a physical or service work 
after arrival had dropped from 47,8% to 25% that might indicate a decrease in job mismatch. 
Similar situation occurs in case of immigrants who graduated in science and technology as well as 
language and education. However, when we take a look at the number of the respondents who 
completed vocational school or college and who worked as blue-collar workers in home countries 
(18,7%), their number increased to 28,6% after arrival to Denmark and currently their 
employment in this sector is still quite high, namely 20,9%. We can assume that the incidence of 
the job mismatch is lower than in the above case as many of them graduated as skilled labourer 
and left their home countries just after finishing education to find a job in their professions.  
6.1.4. The discussion of findings in the view of previous research  
By exploring and analysing the above issues, we compare our findings with the previous research 
about the population of Lithuanians and Poles as well as the characteristics of the Danish labour 
market in order to prove or reject their consistency. Besides we aim to find out whether our sample 
can be identified with the whole group of Eastern European immigrants and if our respondents and 
interviewees‟ experience and perceptions on the Danish labour market coincide. 
As the Statistics Denmark based on self-reporting announced, the Lithuanian and Polish 
immigrants make up a group of well-educated Eastern Europeans (Liversage, 2009). Our sample 
confirms this statement as we found out that the majority of the respondents and interviewees are 
highly educated – they have a higher education or have graduated the vocational schools. This 
finding gives us a relevant knowledge for the further analysis of the job mismatch.  
According to the existing research (Chiswick and Miller, 2007), the country of origin may raise a 
problem and account for the job mismatch among the immigrants in the host country because of 
lack of equivalence in the educational systems between each country. Consequently the attained 
education might not be recognised abroad. As we discovered, Lithuanian and Polish educational 
systems are similar to the Danish one. Our data do not reveal any problems in the acceptance of 
education from Lithuania and Poland. We can deduce that the differences between the educational 
systems are not significant enough to consider them as a reason for the job mismatch in Denmark.  
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Furthermore, the previous research show that the immigrants tend to occupy jobs in such sectors as 
agriculture, manufacturing or household services (Ambrosini et al., 2007). We did not divide our 
respondents by the sectors they are working in, but we categorised jobs they had in Denmark when 
arrived and today. The results illustrate that most of the immigrants work as blue-collar workers 
despite their educational level and the field in which they have their degree. Other studies show 
that highly educated immigrants from Eastern Europe face lower returns in terms of probability to 
be employed in job related to their education (Liversage, 2009). This finding supports our interest 
in the incidence of job mismatch and accounts for why it seems to be a core problem in Denmark.  
In general, Danish labour market is characterised as a fairly generous welfare system with 
advantageous labour market conditions (OECD, 2007). The results of the questionnaire show that 
Lithuanians and Poles are likely to share the same view on the attractiveness of the Danish labour 
market. The majority of the respondents are satisfied with their jobs and salaries. What is more, 
they rank their working conditions as good enough. However, this high level of job satisfaction 
could be better understood if explained in relation to the immigrants experience in home countries. 
When they come to Denmark, Lithuanians and Poles are willing to find any kind of job that would 
give them any income for living. Moreover, they are satisfied with the salary as in their home 
countries the average wages are much lower and therefore it appears that they can earn high 
salaries each month despite the type of job they have. Their relatively high satisfaction with the 
working conditions could be explained in a similar way: the immigrants in Denmark might work 
under better working conditions that make them feel satisfied, especially the newly arrived as they 
do not have a long experience in the country and they lack in knowledge about the functioning of 
the labour market.  
Finally, it is said that favourable labour market conditions should have a positive impact on the 
labour market integration of the immigrants. However, our research does not necessarily confirm 
these findings. Despite the good working conditions and satisfaction with the job and salary, the 
majority of Lithuanian and Polish workers are not employed in the fields they have their degrees 
in. Most of the firms in Denmark are small and medium-sized enterprises which do not facilitate 
employment opportunities for immigrants (OECD, 2007). In this way the access to many available 
vacancies and high level jobs is limited for the Lithuanian and Polish workers so instead they have 
to look for the lower positions and end up with the jobs that Danish are not willing to take and that 
creates barriers for the immigrants‟ successful integration into the Danish labour market. 
6.2. How and to what extent do foreign workers from Lithuania and 
Poland perceive the job mismatch in the Danish labour market? 
In this part we identify the way the foreign workers from Lithuania and Poland perceive the 
problem of the job mismatch. Building upon the questionnaire and interviewees‟ outcomes we 
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explore potential job mismatches among our sample by looking at their experience, job aspirations 
and views on the employment possibilities in the Danish labour market. Particularly, we were 
seeking an explicit explanation on the extent to what their work corresponds to their qualifications. 
We were interested in the importance they attach to having a job relevant to education, the 
opportunity they have to utilize their qualifications at work as well as the motives for which they 
chose their current job, i.e. whether they were education- or money related.  
6.2.1. The importance of having a job related to education 
The education-job match is important as it gives an opportunity for upgrading competencies. It is a 
necessary condition to employ knowledge and skills acquired at university/school. Since we know 
that our respondents represent a group of highly educated immigrants, it enables us to determine a 
degree to what they are matched to their occupations. It also gives us an incentive to investigate to 
what extent they consider it important to have a job related to education.  
6.2.1.1. The importance of having a job related to education – descriptive analysis 
In most cases the respondents attach a great importance to having a job related to education and 
qualifications. More than 80% of the respondents consider that to be more important, while a bit 
less than 20% do not consider the match of job and education to be very important. It shows that 
despite some variations in the extent to what the respondents perceive education-job match 
important, almost everyone is of the opinion that a job adequate to the acquired knowledge and 
qualifications is more or less an essential criterion in a job search.  
6.2.1.2. The importance of having a job related to education – the perceptions from the 
qualitative data 
Likewise the interviewees, the majority of the respondents say that long and hard studies made 
them feel confident that they deserve a responsible and decent work: “I do not want to waste my 
qualifications, time and effort I spent to attain my education and skills” (Questionnaire). Both 
Figure  1. The importance of having a job related to the education and qualifications 
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groups do not want to waste their qualifications, time and effort they spent on attaining their 
education and skills. The respondents agree that they have their own aspirations and they pursue a 
productive job which delivers a fair income, security in the workplace as well as better prospects 
for personal development and social integration. Similarly, all the interviewees share the same 
view on the essence of education-job match: “It is very important (…)  I would like to (…) work 
within the field I‘m studied with and continue developing or (…) use myself, use my knowledge 
what I learned” (Gaisva, 04:43).  
Moreover, the results of the open-ended questions from the questionnaire as well as the interviews 
show that if the respondents work within the field which is relevant to their qualifications and 
reflects their interests, it gives them more satisfaction with their job. A match between education 
and job is therefore highly prioritized and perceived as the most important factor in the job search 
process: “It is my primary target to find a job related to my qualifications” (Questionnaire). It 
gives more opportunities for skills development and promotion as well as conduces to better 
relationships with the employers and colleagues. 
6.2.1.3. The importance of having a job related to education – correlations and cross 
tabulations 
The respondents with a higher education report aspirations for a job consistent with the level and 
field of their educational background. We calculated the Pearson correlation coefficient „r‟ 
between the two variables. The „r‟ value of coefficient -.269 shows a weak negative relation 
between the “completed educational institution” and “the importance of the match between 
education and job”. This means that the higher the educational level, the more important it is for 
our sampled respondents to have a job that is related to education and emphasizes the common 
perception on the specific role of the education-job match that consequently determines a relevant 
condition for the job satisfaction among the respondents. Due to the exploratory nature of our 
study we follow Bryman (2012) and evaluate the strength of the association of the two variables as 
weak-to-moderate. This is statistically significant association [sig. p=.000]. We argue that our 
findings are true for the population of Lithuanian and Polish workers in Denmark.  
The match of education and job position matters, however, the extent to what our respondents 
consider that relation as important depends on their personal motives. Those who chose “to earn 
money” tend to be less concerned about the relevance of their job to education. 27,6% of all who 
reported money as the reason for coming to Denmark said that it was not so important to have a 
job related to their education while only 7,1% of the respondents who came to study claimed to be 
not so concerned about having a job related to their education. This explains the previous finding 
concerning the relation between the high educational level and the importance of education-job 
match. That is to say, people who spend time on studying and acquiring qualifications, care more 
6. ANALYSIS AND DISCUSSION OF THE RESEARCH DATA 
 
68 
about how to make the best use of their educational knowledge. The interesting point is that 
although the primary reason for coming to Denmark had a purely financial aspect, the education-
job match is still desired – for 72,4% of the respondents motivated by money, it is also important 
to have a relevant job (See the tables below). 
Our sample size of 182 respondents is considered as large that allows us to calculate a chi-square 
test of statistical significance. We determine the probability that our two variables are unrelated in 
the population (null hypothesis). The alternative hypothesis is that the two variables are related in 
the population and in the same way as in the sample crosstab. The Chi-square value is 6.400 at 
p=.01. This is smaller than p=.05. This is statistically significant. Using the tabled values of chi-
square distributions we find that the critical value for rejecting the null hypothesis at p=.05 is 
3.841 for df=1. Our calculated chi-square value of 6.400 is larger than the critical value of 3.841. 
We therefore reject the null hypothesis of no difference and conclude that there must be a 
relationship between the variables. This means that our finding from our sample is generalizable to 
the population of Denmark. 
Table 9. Cross tabulation of the importance of having a job related to education and „money‟ as the reason 
for coming to Denmark (See: Appendix XII) 
 
 
 
 
 
 
 
 
Table 10. Cross tabulation of the importance of having a job related to education and „study‟ as the reason  
 for coming to Denmark (See: Appendix XII) 
Here, the Chi-square value is 8.141 at p=.01. This is smaller than p=.05. This is statistically 
significant. Using the tabled values of chi-square distributions we find that the critical value for 
rejecting the null hypothesis at p=.05 is 3.841 for df=1. Our calculated chi-square value of 8.141 is 
larger than the critical value of 3.841. We therefore reject the null hypothesis of no difference and 
conclude that there must be a relationship between the variables. This means that our finding from 
our sample is generalizable to the population of Denmark. We can say that the proportion of those 
who came for “money” is significantly different from the proportion of those who came to study in 
terms of the importance of having a job related to the education. The significance level for both 
cross tabulations is less than 0.01 proving that these associations are significant. 
 Money 
Total 
No Yes 
The importance of 
having a job related 
to the education 
More important 
Count 83 63 146 
% within Money 87,4% 72,4% 80,2% 
Less important 
Count 12 24 36 
% within Money 12,6% 27,6% 19,8% 
Total 
Count 95 87 182 
% within Money 100,0% 100,0% 100,0% 
 Study 
Total 
No Yes 
The importance of 
having a job related to 
the education 
More important 
Count 94 52 146 
% within Study 74,6% 92,9% 80,2% 
Less important 
Count 32 4 36 
% within Study 25,4% 7,1% 19,8% 
Total 
Count 126 56 182 
% within Study 100,0% 100,0% 100,0% 
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6.2.1.4. SUM UP – The importance of having a job related to education 
From a foreign perspective the match of „education‟ and „job‟ is an essential aspect in a 
professional career. Our findings show that Lithuanian and Polish workers attach an importance to 
having a job corresponding to their skills and educational qualifications. Besides, our findings 
support that job-fit is key to job satisfaction. Financial aspects, good environment in the workplace 
and nice colleagues are not sufficient criteria when applying for a job. All these factors are 
relevant but job which is below the educational background does not give an opportunity to learn 
and gain experience and therefore lessens the level of employee‟s satisfaction.  
6.2.2. The opportunity for the utilization of qualifications at work 
The incidence of job mismatch directs our attention to the perceptions of the Lithuanian and Polish 
workers on the opportunities the immigrants have to exploit their education and competences at 
work. Although they think of the education-job match as highly important, it does not mean that in 
reality they do have a chance to make use of their skills and implement their knowledge. Our aim 
is therefore to analyse the respondents and interviewees‟ experience on the extent to what they can 
make the most of their acquired skills and education in the Danish context. 
6.2.2.1. The opportunity to use qualifications at work – descriptive analysis 
Despite the high importance of the education-job match, the majority of the respondents (69,2%) 
denied to have a job in Denmark which corresponds to their education  (Appendix V:o). Moreover, 
45,1% does not think of their job as the place that offers the opportunity to use their knowledge 
and skills, whereas 31,3% says that their job partly gives them a possibility to make use of their 
education at work (Appendix V:p). It implies that the Lithuanian and Polish workers experience job 
mismatch in the Danish labour market more often than match. The tables in the Appendix XI 
illustrate more specifically the differences in the respondents‟ attained education, the job they had 
in their homeland, the job they had after arrival to Denmark and their current work in the country. 
6.2.2.2. The opportunity to use qualifications at work – perceptions from the 
qualitative data 
The lack of opportunity to utilize aquired skills and knowledge at work does also account for the 
job dissatisfaction among the group of our respondents and interviewees. Likewise the respondents 
to the questionnaire, the interviewees mention that regardless of good working conditions, nice 
colleagues, or good salary they do not feel fully satisfied because their job is not related to their 
educational background and does not give them an opportunity for development of their skills and 
upgrade of qualifications. For example, Martyna likes her work even though it does not have 
anything to do with her educational background. However, she misses the lack of opportunity for 
the imprementation of her competences and concludes that: ―it‘s one of the best jobs I‘ve had here 
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but it will never give me a full satisfaction‖ (Martyna, 01:45). Moreover, the respondents are 
aware of the risk of negative impact of the underutilization of their qualifications on their 
productivity: ―We have no opportunity to gain new experience, take additional courses or 
trainings in the workplace. We cannot use fully our qualifications that in effect, leads to a waste of 
our education‖ (Questionnaire). The immigrant workers‟ inability to  fully  utilize  their  
educational  skills is therefore perceived as a waste of qualifications among workers whose level 
of education is inaapropriate for their jobs. 
What is interesting, despite the respondents and interviewees‟ investment in education, they often 
decide to accept any possible job and start in low-ranked positions such as a work in a warehouse 
or any other physical work: ―First I started as a warehouse assistant. And during the period I was 
kind of… I got like a better job there‖ (Vytautas, 02:18). However, in many cases it is only a short 
term employment as the main point is to find possibly a full time job that allows for the use of 
skills and the implementation of knowledge. In effect, some respondents and interviewees get 
promoted or finally manage to find a higher level job. It implies that the longer they stay in 
Denmark, the better prospects they have to find employment in the field of their studies. 
6.2.2.3. The opportunity to use qualifications at work – correlations 
To foreigners the employment duration and the experience totalled in years in the Danish labour 
market do have an impact on the immigrant‟s opportunity for getting a suitable job according to a 
specific educational background. We found an association between the time one stays in Denmark 
and the relevancy of the educational background. The Pearson correlation coefficient r=.340 
expresses a moderate strength of the relation between the two variables “The time of arrival to 
Denmark” and “Is respondents‟ education relevant to their job”. Over time foreigners get more 
opportunities to exploit their knowledge and qualifications at work. We found a stronger 
association value r=.436 between the two variables. Both association values are statistically 
significant on p=.000.   
We interpret it in the way that over time immigrants become more familiar with the local labour 
market. Some may learn the Danish language, complete their studies, take courses or trainings 
and/or establish a social network to gain more opportunities to find a better job. This is integration. 
Moreover, we compared the variable “Job Satisfaction” and “Is respondents‟ education relevant to 
their job” in our data sample. We found that the variables correlate significantly on a moderate 
level (r=.473). This means that respondents, who have a job related to their education, have higher 
scores in the job satisfaction and vice versa.  
We also found that the variable “Job Satisfaction” moderately correlates with the individual 
perception of “Utilization” of their work related knowledge, skills and qualification. The computed 
Pearson correlation coefficient is r=.566. The two variables are positively related. We conclude 
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that there is a direct relationship between the variable “Job Satisfaction” and “Utilization” of a 
work related knowledge and qualification. The value of the correlation coefficient is above 0.5 and 
this means a statistically significant (p=.000) and moderate correlation, though we cannot conclude 
that a change in one causes a change in the other. 
6.2.2.4. SUM UP – The opportunity to use qualifications at work 
The analysis of our research findings shows that the Lithuanian and Polish workers‟ level of 
education outstrips the level of job positions they occupy. Besides, in many cases their jobs do not 
offer a sufficient scope to use their qualifications as they call our attention to the lack of such an 
opportunity in their workplaces. Moreover, the results of the questionnaire and the interviews 
show that a match in terms of job and education improves the opportunity for the utilization of 
knowledge and skills. Since a large number of Lithuanian and Polish immigrants work below level 
and outside the field of studies, they are exposed to the risk of the waste of their qualifications. 
6.2.3. Danish language, immigrant status and lack of connections as the main barriers 
for matching the job and education  
So far, the analysis of the research findings show that matching the “right” person to the “right” 
job is considered to be an important factor in the respondents and interviewees‟ job career as it 
determines their satisfaction level and accounts for whether their needs and goals are met. Besides, 
despite the aspirations of foreign workers for having a job appropriate to the educational 
attainment, they tend to be channelled to the positions below their qualifications. It suggests that 
there must be certain reasons that strongly affect foreign workers eventual willingness to be 
mismatched. Since there are many debates about highly skilled and well-educated immigrants who 
face difficulties in finding jobs which correspond to their qualifications, we find it necessary to 
analyse the Lithuanian and Polish workers‟ perceptions on possible barriers to the education-job 
match that force the immigrants to accept jobs for which they are overqualified. 
6.2.3.1. Barriers for matching the job and education – descriptive analysis 
As mentioned in the analysis of the first research question, a lack of recognition for education and 
qualifications by the employer in Denmark does not appear to be a barrier to find a job that 
matches the immigrant workers‟ qualifications. Similarly, while talking about the problems in 
applying for a job, merely 6,3% of the respondents affirms that their education was not valid in 
Denmark (Appendix V: q). However, we have to consider that 43,4% of the respondents were 
already applying for a job beyond the scope of their education. 
Though our data indicate that the issue of recognition and validation of qualifications of the 
respondents and interviewees does not undermine their potential in the Danish labour market, but 
curiously enough, a number of them (31,1%) report to have experienced difficulties in finding a 
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job matching their education that consequently pushed them to lower level jobs. To make it more 
precise, the following table shows that the decisive factors for choosing a current job was 
addressed to difficulties in finding a job within the scope of education and competences. In other 
cases, money and income impact the respondents‟ employment decisions.  
Table 11. Reasons for taking a current job 
 
 
 
The perceptions of Lithuanian and Polish workers are rather centered around other issues that 
hampered their attempts in finding an appropriate for education employment. The most frequently 
encountered problem was related to inability to speak Danish (52,9%) and the fact of being an 
immigrant in Denmark (20,9%). In other words, the experience of foreign workers from Lithuania 
and Poland tells us that the language barriers and immigrant status belong to major problems while 
seeking a job in the Danish labour market. 
Table 12. Problems while applying for a job. 
6.2.3.2. Barriers for matching the job and education – perceptions from qualitative 
data 
The results of the qualitative data give more explanations to our quantitative findings. We observe 
similar perceptions on the problems in finding a relevant employment as well as obtain more 
explanatory data that support the outcome of the questionnaire.  
Both the respondents of the questionnaire and interviewees perceive ―the language‖ as the 
primary reason for having difficulties in the Danish labour market: “It‘s because you‘re not 
Danish, you don‘t know the language very well (…) and then you can meet those problems while 
looking for a job” (Alvydas: 02:27). They believe that they have to learn Danish to get a better job: 
“The biggest problem is Danish. If you plan to stay in Denmark for a longer period you have to 
know not only English but especially Danish as it makes your life in Denmark much easier” 
(Questionnaire). The interviewees agree as ―you have to know that for the first two years you will 
be doing something completely else and just devote your time to learning the language because 
that‘s the only way to actually find something within your education‖ (Beata: 10:02). 
 Responses 
Percent of Cases 
N Percent 
Related to education and qualifications 52 24,9% 28,7% 
Difficulties to find a job related to education and qualifications 65 31,1% 35,9% 
Good salary regardless of the kind of job 52 24,9% 28,7% 
Other 40 19,1% 22,1% 
Total 209 100,0% 115,5% 
 Responses 
Percent of Cases 
N Percent 
Lack of language skills 101 52,9% 80,2% 
Lack of knowledge about the Danish labour market 19 9,9% 15,1% 
Education was not valid in Denmark 12 6,3% 9,5% 
Immigrant status 40 20,9% 31,7% 
Other 19 9,9% 15,1% 
Total 191 100,0% 151,6% 
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In addition to the questionnaire, the interviewees‟ point out that they neither would be able to get 
the job nor would their qualifications be considered relevant, if they did not have connections or 
their own network of friends in Denmark. They perceive the immigrants‟ chances for placing 
themselves in jobs matching their education as very little because of the tendency of hiring only 
friends or persons that the other employees know: 
―My uncle, he‘s a painter in the café (…) Thank God, the owner said ‗Yes‘, but otherwise I 
don‘t know if I ever find a job in the restaurant business without Danish language‖ 
(Pawel: 04:32). 
―As many tries I gave to send in the applications myself, I couldn‘t succeed. But suddenly 
I‘ve got one friend working there, so that was basically of him‖ (Alvydas, 01:48). 
―I don‘t think you have that big chances unless you know someone pretty well that can 
actually help you to get it‖ (Beata, 16:30). 
―To be honest, it‘s through the connections‖ (Vytautas, 01:55). 
Another problem is an immigrant status and nationality which, as the respondents and interviewees 
realize, has much to do with insufficient knowledge of the Danish language: ―That‘s maybe not 
only reason why, but I would say that‘s one of the reasons that helped me not finding a job‖ 
(Alvydas, 08:10). In general, the interviewees confirm that the incident of job mismatch is more 
common for Lithuanian and Polish workers as it is difficult for the immigrants to find themselves 
in the Danish labour market: “it is harder for Poles to get promoted for better jobs. They are 
considered to be excellent workers, but they rarely get a promotion” (Questionnaire). The 
respondents and interviewees think the same way that Lithuanians and Poles are regarded "good 
workers" but in a sense that they would take even a lower wage and lower position job and work 
hard: “You come from Poland, so you know or you like work hard” (Pawel, 12:40).  
They feel treated as a cheap labour force and they do not have a chance to be promoted and to get 
job positions similar to those occupied by Danish. Through the face to face conversation we could 
meet up with the interviewees‟ disappointment about the existing situation that many of them 
cannot do anything with their education: ―What for they finished studies in Poland, right? If they 
cannot find the job in European country which (…) also belong[s] to the EU‖ (Pawel, 20:37). As 
emphasized in the interviews, Lithuanian or Polish immigrants have always accepted any kind of 
job to earn money, they still do and it will probably not change soon. They are responsible for how 
they build their image abroad and how they are recognized in the foreign labour market. Some 
interviewees argue that it is partly their fault that the employers take the advantage of the ease with 
which they can employ a foreign worker from Lithuania or Poland:  
―But, maybe I could say it was my fault because I made them get used to it that I work so 
good and so hard‖ (Martyna, 15:55).  
―That‘s us, who accept, I mean, if they would say for professor degree Dane that go and 
clean the house, do you think they would go?‖ (Alvydas, 10:24)  
―It‘s not only Danes who make this problem, I mean it‘s ourselves‖ (Alvydas, 13:49). 
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The above problems do also account for a long and tiresome process of sending job applications 
which does not always give a pass to an appropriate job. For Gaisva it has been nearly three years 
since she was unemployed, whereas for Vytautas it took four years to get a job he wanted. Martyna 
has been in Denmark for over three years and still she did not manage to find a job within her field 
of studies: ―I‘ve been sending thousands of applications and to all of them it was only one 
response that they have found someone else‖ (Martyna, 02:27). Beata spent around half a year to 
get a job, even though it is far beyond the subject she is studying.  
6.2.3.3. Barriers for matching the job and education – correlations 
While testing the significance of the above findings, we could notice that a higher education does 
not necessarily facilitate the foreign workers‟ search for a relevant job. The Pearson correlation 
value of r=.223 shows a weak association, however, due to the exploratory nature of our study we 
argue that the more higher education the respondents have, the more difficulties they experience 
when applying for a job position. Our finding is statistically significant (p=.002). We interpret our 
findings in the way that foreign workers seek job which is adequate to their educational 
background and since they are highly-educated, they are not willing to work below their 
qualifications. However, they face many barriers in getting a higher status job position that makes 
their job search process difficult and time-consuming. 
6.2.3.4. SUM UP – Barriers to the match of ‘education’ and ‘job’  
The workers from Lithuania and Poland find it more troublesome to get the relevant job and often 
become disqualified from the employment process at the very beginning. Both the respondents and 
the interviewees are very concerned about difficulties in finding a job matching their education in 
Denmark. The acceptance of education and qualifications by the employer does not seem to be a 
problem. The occurrence of possible mismatches between job and acquired education would be 
more reasonable, if the differences between all three educational systems were more evident. As a 
number of respondents chose their current job because they have experienced difficulties in 
finding a job matching their education and qualifications, there must be some other reasons for 
why the mismatch occurs in the Danish labour market. From the Lithuanians and Poles‟ 
perspective, when searching for a job that matches their qualifications, foreign workers face 
barriers related to insufficient language skills, the immigrants status having few contacts in the 
labour market and the lack of social networks that could help in finding more appropriate jobs.  
6.2.4. Driving factors of the ‘mismatch’ 
To answer our research question and to determine main drivers of the mismatch, we applied a 
linear regression analysis. Our regression model gives answers to how and to what extent foreign 
workers from Lithuania and Poland do perceive job mismatch in the Danish labour market. 
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The R-squared value of the regression is the fraction of the variation in our dependent variable 
(perceived job mismatch) that is predicted by our independent variables. Our regression model 
[r=.663; p=.000] explains 66,3% of the variance in the perceptions of job mismatch. We found 
that the variable “Opportunity to use knowledge and qualifications at work” impacts the most on 
foreigner‟s perception of job mismatch [Beta=.585]. Other issues affecting the perception of job 
mismatch are: Working hours [beta= -.344]; satisfaction with salary [beta= -.339]; amount of work 
[beta= -.339]; and equality in the workplace [beta= -.217]. This means that foreign workers who 
have unfavourable working hours, or else get insufficient or irrelevant to qualifications workload 
do not find themselves well-suited to jobs they have. Besides, their level of satisfaction with salary 
depends on their job position. This could be understood in the way that since they hold low status 
jobs, they do not earn money adequate to their educational attainment. Finally, having relevant to 
education job determines their equal position in the workplace. 
Table 13. Regression analysis. The factors, making the impact on the perceptions of the job mismatch. 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
Change Statistics 
R Square Change F Change df1 df2 Sig. F Change 
1 ,814a ,663 ,551 ,31025 ,663 5,901 17 51 ,000 
a. Predictors: (Constant), Equality, Money, Employment status, Educational level, opportunity to use knowledge and qualifications at work, 
Difficulties in applying for a job, The importance of having a job related to education and qualifications, Main reason for being unsatisfied 
with the salary, Working hours, Wage, Child care, Health care, Duties, Training, Rights, Education, Amount of work 
b. Dependent Variable: Is respondents' education relevant to their job? 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression 9,656 17  ,568 5,901 ,000b 
Residual 4,909 51 ,096   
Total 14,565 68    
a. Dependent Variable: Is respondents' education relevant to their job? 
b. Predictors: (Constant), Equality, Money, Employment status, Educational level, opportunity to use knowledge and qualifications at work, 
Difficulties in applying for a job, The importance of having a job related to education and qualifications, Main reason for being unsatisfied 
with the salary, Working hours, Wage, Child care, Health care, Duties, Training, Rights, Education, Amount of work 
Coefficientsa 
Model Unstandardized Coefficients Standardized Coefficients T Sig. 
B Std. Error Beta 
1 
(Constant) ,637 ,253  2,517 ,015 
Educational level ,042 ,035 ,113 1,207 ,233 
Money ,109 ,089 ,117 1,225 ,226 
Employment status ,059 ,035 ,149 1,698 ,096 
Difficulties in applying for a job ,071 ,089 ,073 ,799 ,428 
The importance of having a job related 
to education and qualifications 
,059 ,038 ,146 1,552 ,127 
Opportunity to use  knowledge and 
qualifications at work 
,337 ,062 ,585 5,435 ,000 
Main reason for being unsatisfied with 
the salary 
-,128 ,040 -,339 -3,242 ,002 
Wage ,035 ,042 ,101 ,823 ,414 
Working hours ,129 ,053 ,344 2,459 ,017 
Rights -,017 ,057 -,046 -,300 ,766 
Amount of work -,071 ,065 -,220 -1,088 ,282 
Duties ,030 ,068 ,087 ,436 ,664 
Education -,030 ,044 -,128 -,676 ,502 
Training ,017 ,045 ,071 ,384 ,702 
Health care ,043 ,035 ,168 1,237 ,222 
Child care -,026 ,029 -,125 -,910 ,367 
Equality in workplace -,055 ,044 -,217 -1,252 ,216 
a. Dependent Variable: Is respondents' education relevant to their job? 
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Based on our regression analysis we found that the issue of using knowledge and qualification on a 
particular job position heavily drives the individual perception of job mismatch.  
6.2.5. The discussion of findings in the view of conceptual framework  
The above analysis has revealed different views of the match of education and job. Building upon 
the conceptual framework, this part is led by the discussion of how these perceptions reflect, 
confront and transcend current knowledge of job mismatch.  
Apparently, the higher the education level, the more likely individuals would be to hold a job 
closely related to their education from the point of view of the job mismatch theory (Sala, 2011). 
However, we have also read in other research about general tendency that immigrants, although 
highly educated, are less likely to occupy managerial and professional positions and thus become 
subject to the least-favoured jobs (Ambrosini et al., 2007). As the results of our research present, 
the interviewees and the majority of our respondents (more than 80%) perceive the education-job 
match as their primary aspiration (See: Figure 1 page 66). However, as emphasized by Nielsen 
(2007), despite higher education attainment, many of them do not hold jobs which match their 
competences. Even though we know that the Lithuanian and Polish workers represent a group of 
overeducated immigrants, we are not able to say whether their level of education is higher as we 
did not measure the educational level of Danish workers so we have no data to compare. However, 
since our respondents vary with different levels and types of education, it shows how highly 
educated immigrants can end up in the same job category. Our findings affirm that the immigrants 
from Lithuania and Poland can be classified as a group of unskilled workforce because of lower 
opportunities to occupy managerial and professional job positions. They used to be channelled 
towards physical and low-paid jobs and find employment in manufacturing, construction, 
household and unskilled services like in hotels or restaurants. Only the minority occupies high 
level job positions that fit their educational background.  
Besides, our statistical results show that the Lithuanian and Polish workers often do not have jobs 
which match their qualifications so their labour productivity becomes underutilized. These 
findings correspond to Sattinger‟s (1993) explanation in which he states that the extent of match 
between possessed and required skills decide about the level of individual‟s  productivity in a job. 
In this case, as Lithuanians and Poles who work below their level of education, their human capital 
is likely to fall into disuse. 
As explained by Piracha (2012), the incidence and intensity of over-education decrease with the 
length of an immigrant‟s stay in the foreign labour market. Our findings based on the Pearson 
correlation coefficient support this presumption that mismatch lessens with the time immigrants 
reside abroad. Many respondents admit that within the years they spent in Denmark, they could 
gain better labour market experience that in effect improved their chance of an appropriate job-to-
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education match (See: page 70). Some of the participants of our research started with physical jobs 
or any kind of unskilled and low-paid jobs but get promoted over time. So the likelihood of 
obtaining higher-level positions increased as immigrants‟ time in Denmark lengthened. It could be 
also explained by the fact that the possibility of being mismatched is higher for newly arrived as it 
is a part of adaptation and integration process in which they become more familiar with the labour 
market. Since a number of Lithuanian and Polish workers attach a considerable importance to 
having a job within their educational background, it also accounts for their temporary choice to 
accept jobs for which they are overqualified.  
In addition, looking back to Sicherman (1991), “while the less educated will stay in the 
occupations, the more educated will be more likely to be promoted or leave the organization for 
another higher paying occupation”. Our results reflect similar practices among the Lithuanian and 
Polish immigrants. We have learnt that the significant role of the match of education to job was 
reported by most of the Lithuanian and Polish workers. However, in reality, many of them decide 
to take low-level jobs in exchange for the experience they need to gain and time to acquire 
language skills which they find crucial for successful integration into the Danish labour market 
that in effect can give them better chances for moving to the higher job positions. 
According to the literature (Sala, 2011), the distribution of workers does not happen randomly but 
it results from their own choices which are driven, to a large extent, by their desire to utilize 
acquired knowledge and skills. So workers should actually have the opportunity to choose 
particular jobs over others. As stated by Sala (2011), the allocation of workers to jobs, and their 
subsequent earnings play a significant role in the case of overeducation. We read that highly 
educated workers become incited and attracted by high salaries, income maximisation, opportunity 
to upgrade and develop their qualifications and these are the main criteria which determine their 
choice of particular jobs. However, our descriptive results crosschecked by the correlation tests 
and the regression analysis show that it does not necessarily imply to the Lithuanian and Polish 
immigrants in the Danish labour market. Even though willing to choose, they do not have such an 
opportunity because of many barriers to access to the employment equivalent to their 
qualifications. Our findings show that Lithuanians and Poles are aspired by higher earnings and 
better career opportunities but in reality their choice of job is rather limited that consequently does 
not allow them for the full utilization of their potential. In effect, it leads to dislocation of highly 
educated immigrants to lower level jobs.  
We assumed that the foreign workers from Lithuania and Poland experience more obstacles in 
finding relevant employment due to their national background, foreign diploma, insufficient 
language skills and lack of networks. That is why, they are required to obtain more education for 
the same job or to accept job under lower conditions. Referring to Chiswick and Miller (2007), the 
immigrants are likely to experience problems of “the less-than-perfect international transferability 
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of human capital skills” so their human capital might not be recognized in the country to which 
they moved. As the authors explain, this may result from a lack of language skills, being 
unfamiliar with host country labour market and its requirements for particular occupations. Since 
our research shows that the Lithuanian and Polish workers neither had problems with the 
acceptance of their education nor they were required to upgrade their educational skills, their 
competences turn to be valid in Denmark. On the contrary, the most frequently encountered 
problems in the education-job match were centred around insufficient Danish language skills, 
immigrant status and lack of connections which reflect Chiswick and Miller‟s (2007) argument 
and partly confirm our hypothesis. 
From the theoretical perspective (Chiswick and Miller, 2007), knowledge of the host country 
language certainly improves the international transferability of human capital. Originating from 
the countries with more similar culture and language seems to increase the probability of a 
matched employment. Consequently, there was a reasonable agreement between the participants of 
our research that inability to speak Danish, or even insufficient knowledge of host country 
language, significantly decreases the immigrants‟ opportunities for finding a higher level position. 
The problem of language appears therefore to be a major issue that has been constantly risen in our 
study. Fewer language skills compared to their Danish counterparts make the transferability of the 
immigrants‟ general skills more difficult in the Danish context. 
So from the theoretical perspective, an immigrant who has spent a long time in the host country 
should have better language skills, knowledge about the functioning of the labour market and good 
contacts to assist in the job search process. However, if time is spent in employment outside 
educational attainment, acquired skills and knowledge can become obsolete, a person tends to 
lower his/her reservation wage and therefore becomes less likely to take on a job that s/he is 
qualified for. Similarly, we found that Danish labour market experience is extremely important in 
reducing the probability of becoming over-educated for the immigrants as it should increase the 
chance of an appropriate match, however it is not always a rule. More often, the extent to which 
the immigrants perceive their opportunities to find a job related to education is highly dependent 
on their connections. With respect to our qualitative findings, it would be much more difficult to 
get a relevant job unless they had their own network of friends in Denmark (See: page 73). 
Additionally, the impact of economical situation on the difficulties does also account for the 
allocation of workers to the available, though inappropriate for education, jobs. That is to say, the 
interviewees expressed their awareness of the intensive competition in the labour market so in 
addition to the barriers they encounter (language, immigrant status, lack of connections), this 
situation vastly increases the probability of a higher incidence of overeducation. 
Finally, many Lithuanian and Polish workers who represent qualifications which surpass job 
requirements encounter barriers to entry into specific occupation and derive rewards similar to 
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workers with lower education occupying the same job position. On the one hand, we could explain 
this situation by referring to Duncan and Hoffman (1981) who argue that jobs indicate both fixed 
productivity and wages, and therefore those individuals who work below the level of their 
qualifications produce and earn likewise workers with lower education occupying the same job 
position. On the other side, rising imbalances between the educational level possessed by 
immigrant workers and jobs the hold, leads to a conflict concerning the mismatch of qualifications 
in the labour market that suggest the problems in proper functioning of labour market on its own. 
6.3. How and to what extent do foreign workers from Lithuania and 
Poland perceive the discrimination in the Danish labour market? 
By looking at the problem of discrimination from the foreign perspective, we could explore many 
interesting perceptions and distinctive insights on the discrimination in the Danish labour market. 
We were interested in whether the respondents and the interviewees have ever encountered any 
difficulties while applying for a job and if they consider it somehow related to the fact that they are 
immigrants in the labour market. We looked at their evaluation of relationships with colleagues as 
well as the equality in terms of working conditions and employment benefits. In effect, we can 
distinguish the main trends as well as shared ideas in the way the respondents and interviewees 
talk about their experience with discriminatory behaviour in the Danish labour market. 
6.3.1. Equality in the workplace 
Practically, getting migrants into work relies on the availability of jobs that correspond to their 
education. However, it is debatable whether they achieve the same salaries and many other 
working conditions and benefits as Danish workers. In the context of increasing diversity among 
employees, equality is a significant indicator of discrimination in the labour market. Inequality in 
working conditions and employment benefits might reduce job satisfaction, restrain workers from 
achieving their full potential, hamper their productivity and utilisation of educational skills, what 
have a negative impact on their integration to the labour market. For this reason, we searched for 
similarities and/or differences in the compensation package the Lithuanian and Polish workers get 
in exchange for their work in relation to their Danish colleagues. We were interested in whether 
the Lithuanian and Polish workers perceive their access to the employment benefits as well as 
working conditions, like wage, working hours, break, job safety, rights, amount of work, duties 
and responsibilities equal compared to their colleagues.  
6.3.1.1. Equality in the workplace – descriptive analysis 
Overall, the respondents are satisfied with their working conditions (Appendix V: n) and what is 
important, most of them strongly agree (the average percentage is 42,3% of the respondents) or 
agree (at an average 29,8% of the respondents) that they work under the same conditions as their 
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colleagues (Appendix III: a). The majority of the respondents (80,2%) also works with the other 
immigrants (Appendix V: r) and as they claim there are no disparities in the working conditions 
they receive (Appendix VIII: b). It suggests that the Lithuanian and Polish workers are not treated 
less favourably than either native workers or other foreigners in the workplace. 
However, it appears that the respondents experience disadvantage in terms of earnings and amount 
of work they are assigned to do. Our attention is directed to the lowest percentage of the 
respondents who do strongly agree that they get the same wage and the amount of work as Danish 
employees compared to other working conditions. It might account for moderate satisfaction with 
salary among the Lithuanian and Polish workers (Appendix V: m) as well as heavier workload or 
else, insufficient amount of tasks that limit the exploitation of their skills and knowledge. 
With reference to the employment benefits, we can observe two different tendencies in the 
respondents‟ perceptions: on the one hand, they rate their access to the employment benefits as at 
least good (about 20 – 26% of the respondents), but on the other side, they share rather negative 
opinions and report fair or poor entry to the benefits or else are unfamiliar with what other workers 
receive (about 8,5 – 15% of the respondents) (Appendix XVIII: c). 
Although the respondents‟ opinions about the equality at the workplace vary, the Figure 2 
summarizes that the respondents tend to report rather positive opinions – more than 56% rank it 
better than fair, what denies the issues of unfair treatment and/or discrimination at work.   
6.3.1.2. Equality in the workplace – perceptions from the qualitative data 
The Lithuanian and Polish workers say that they expect to have the same working conditions and 
get the same benefits as others do. Better communication in the company, more independence, 
motivating employees to work, favourable working hours and higher salaries let them feel equal 
and increase the level of their satisfaction. In most cases, the respondents of the questionnaire 
Figure  2. Equality in the workplace between the immigrants and Danish workers. 
6. ANALYSIS AND DISCUSSION OF THE RESEARCH DATA 
 
81 
claim that it is the same for everybody despite the nationality. In general, wages, working 
hours/overtime work, distribution of duties and responsibilities and amount of work like more 
laborious tasks to carry out, and more difficult work to do were the most common issues which 
indicate possible inequalities between the foreign and native workers: ―No bonuses, no promotion, 
my wage per hour correspond to unemployment benefit‖ (Questionnaire).  
Besides, the language barriers, poor communication because ―not everything is explained to 
immigrant workers‖ (Questionnaire) and the working period/experience are other explanations for 
differences in the working conditions. We learn that ―the employer took advantage of the fact that 
immigrants could not speak Danish so their language skills were not sufficient to communicate 
and understand unfavourable terms of contract so they could easily accept given working 
conditions and unfair salaries‖ (Questionnaire). Some claim that “the employers are manipulating 
our [the immigrants] working rights and work environment‖ (Questionnaire). Most of the 
interviewees share the same view on the inequalities in their workplace. They could feel that they 
were not at the same level as their colleagues, they had been treated without respect, they had not 
been promoted but required to work more and faster. The interviewees explain that their 
disadvantageous position also resulted from their unfamiliarity with the Danish labour market. For 
instance, Martyna said that in her previous job she had never received a holiday pay and had not 
paid on pension like other employees. She mentioned about discrepancies between her salaries and 
money earned by the colleagues so she felt like a „cheaper employee‟ compared to native workers: 
―I didn‘t know so much about Danish law and my employer knew about that (…) he could employ 
me on some cheaper conditions, cheaper wage and he didn‘t pay me as much he pays (…) to 
Danish colleagues‖ (Martyna, 11:05). Though nobody told them face to face, the interviewees 
often got a strong feeling that they are expected to work more under less favourable conditions. 
6.3.1.3. Equality in the workplace – cross tabulations 
The diversities in the perceptions on the equality between the respondents and interviewees incited 
us to further explore the grounds of inequalities in the workplace among the respondents. While 
testing for the significance of our variables, we discovered that there is an interesting significant 
association between the respondents‟ evaluation of equality and the employment discrimination 
(p=.000). It let us observe how they perceive the issues of equal treatment and to what extent it 
does make them feel discriminated. Most of the respondents who felt discriminated tend to rank 
the equality in their workplace as poor or fair (See the table below). It shows that the feeling of 
discrimination arises on the ground of unequal practices, that is, imbalances in the distribution of 
working conditions and employment benefits between foreign and native workforce. 
We use a Chi-square to test significance. If no relationship exists between the crossed variables, 
we say that the variables are statistically independent. Our computed Chi-square value is 57.293 at 
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p=.000. This is smaller than p=.05. This is statistically significant. Using the tabled values of Chi-
square distributions we find that the critical value for rejecting the null hypothesis at p=.005 is 
12.591 for df=6. Our calculated chi-square value of 57.293 is larger than the critical value of 
12.591. We therefore reject the null hypothesis of no difference and conclude that there must be a 
relationship between the variables. This means that our finding from our sample is generalizable to 
the population of Denmark. 
Table 14. Cross tabulation of equality and the feeling of being discriminated (See: Appendix XIV). 
 Have you ever felt discriminated in your  workplace in Denmark? 
Total 
Yes No 
Equality 
0 7 16 23 
Excellent 4 42 46 
Very good 4 22 26 
Good 10 21 31 
Fair 12 11 23 
Poor 17 1 18 
I do not know 1 14 15 
Total 55 127 182 
6.3.1.4. SUM UP – Equality in the workplace  
Overall, the Lithuanian and Polish workers do not complain about the working conditions and 
maintain that they derive comparable employment benefits to their colleagues. All these factors do 
not indicate evidently that there is a problem of discrimination in the workplace as the respondents 
mostly agree that they are treated equally in regard to compensation they are offered in exchange 
for their work. However, this is not always the case as the opinions differ. Among the Lithuanian 
and Polish immigrants participating in the labour market we find that the respondents of the 
questionnaire talk definitely much more positively about their workplace. The interviewees, on the 
contrary, appear to be more open and expressed in-depth opinions about their working conditions 
by sharing relatively negative experience with the issues on equality. As they mention, there is a 
significant difference in salary, working hours, breaks and responsibilities between people in the 
same positions. They consider distribution of duties unequal and say that the immigrants were 
assigned tasks which were far below their qualifications. 
6.3.2. The attitudes of Danish colleagues and employer 
While seeking the evidence of possible discriminatory practices in the Danish labour market, we 
found it necessary to ask the respondents and interviewees about their relationships with native 
colleagues and employers. When a foreign worker feels a positive local attitude, it might suggest 
whether the interaction between the immigrant and native workers goes well. The quality of 
relationships indicates respect and concern for immigrant workforce and whether they feel their 
work appreciated. It influences job satisfaction as well as the functioning within the workplace. 
Negative attitude, on the other hand, might evoke the feeling of being excluded or subordinated. 
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Local attitudes are therefore an important issue to investigate because it reflects the immigrants‟ 
perceptions on employee relations and equality within work environment. 
6.3.2.1. The attitudes of Danish colleagues and employer – descriptive analysis 
The attitude of Danish workers towards the immigrant labour force turns to be positive from the 
perspective of Lithuanian and Polish workers. More than one third of the respondents (36,3%) 
perceive the Danish colleagues‟ attitude as good. 22,5% is of the opinion that their attitude is very 
good and 18,1% finds it even excellent that in total gives almost 77% (Appendix V: s), so the 
respondents tend to feel more positive attitude from their colleagues than negative. 
Somewhat higher the respondents rate their relationships with the employer. 31,3% of the 
respondents perceives their Danish employer attitude as good. 23,6% finds it very good and 
22,5% excellent. It shows that the majority (77,4%) of the respondents expresses a positive 
opinion about their relations with the employer so there seems to be no reason to talk about bias 
and prejudice from the employer‟s side (Appendix V: t). 
6.3.2.2. Findings from the qualitative data – local attitudes 
We have met with a collective idea that good relationships with colleagues and the employer play 
a significant role in the level of the interviewees‟ satisfaction with a job. Most of the respondents 
and interviewees have met with a fair treatment and positive attitude from Danish fellow workers. 
They were talking very positively about their workplace if they were satisfied with the working 
environment, especially good interactions with co-workers. They admit that it is important to 
respect the country to which you move and the citizens with whom you get along with as well as 
to be open and adapt to the new working environment. They even have a better opinion about the 
Danish employers than their native supervisors. But, as they say, it is a matter of personal attitude 
towards other people, respecting them as hard-working and qualified workers and treating them 
equally regardless of their national background. In relation to this, Alvydas absorbed our attention 
by saying that his experience taught him to change his attitude and become more open and express 
his opinion if there is something he does not like: ―And it works. They start to respect me then‖ 
(Alvydas, 12:08). As he mentioned, ―as long as you are not complaining, it means you are ok with 
this” (Alvydas, 14:51) so he wanted to change it, even though he might not be that liked anymore. 
Those who are of negative opinion about the relationships with the native co-workers, address the 
problem to being judged on the basis of common prejudice: 
―Danish tend to twist the facts to stir up stereotypes and bias against immigrants‖ 
(Questionnaire),  
―Stereotypical jokes and offensive questions of for example, whether I had right to live and 
work in Denmark, (…) what will happen if I do not get paid this month: if I am able to 
survive‖ (Questionnaire).  
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What is interesting, the Lithuanian and Polish workers have met with the opinions that they are 
―too well educated for [their] job and that [they] work too much‖ (Questionnaire) so they have to 
break stereotypes such as: ―you can't be Polish, you don't steel, your English is too good, you don't 
look like a village person‖ (Questionnaire). The respondents say that it often depends on whether 
the immigrants are open and willing to adapt to a new working environment as well as the way 
they interact with their native colleagues as it all affect how they are treated and perceived by 
Danish. For example, they say that their “relationship with Danish colleagues got better when 
started speaking Danish‖ (Questionnaire). 
6.3.2.3. The attitudes of Danish colleagues and employer – correlations 
To foreign workers the attitudes of Danish colleagues and the employer shape their perceptions on 
discrimination and accounts for their satisfaction with the job. We calculated the Pearson 
correlation coefficient „r‟ between the two variables. The „r‟ value of .316 shows a weak relation 
between “the respondents‟ satisfaction with the job” and “the attitude of Danish colleagues”. This 
means that our sampled respondents are more satisfied with their job if they feel a better attitude 
from their Danish colleagues. Another relation reveals that the Lithuanian and Polish workers 
become more satisfied with their job if they feel a positive attitude from their Danish employers 
that is justified by the moderate Pearson correlation coefficient r=.498. It suggests that good 
relationships with native employees increase the immigrants‟ job satisfaction.  
We also compared the variables: “the attitude of Danish colleagues”, “the Danish employer‟s 
attitude” and “the opportunities to use knowledge in the workplace” in our sample data. As a 
result, the Pearson correlation coefficient r=.319 expresses a significant, however weak, relation 
between the “opportunity to use knowledge at work” and “the Danish employer‟s attitude”. We 
explain it in the way that the respondents feel better attitude from their employer if they get more 
opportunities for making use of their knowledge and qualifications at work. Similarly, a weak 
Pearson correlation coefficient r=.287 tells us that the more opportunities for utilization of 
qualifications the respondents have, the better attitude they feel from their Danish colleagues. 
Moreover, we found a weak association value r=.250 between the two variables: “the attitude of 
the Danish employer” and “a match of education to job”. This means that the Lithuanian and 
Polish workers feel they are treated better if they hold jobs that match their education. Since they 
represent relevant knowledge and high competences they appear to be beneficial. They find their 
qualifications appreciated that consequently might account for the employer‟s positive attitude.  
Finally, the variables: “the attitude of Danish workers” and “the Danish employer‟s attitude” are 
correlated significantly with “the felling of discrimination”. A moderate negative level of 
correlation (r= -.350) shows that the workers from Lithuania and Poland feel more discriminated 
in the workplace if they consider the attitude from their employer to be negative. The same, but a 
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bit weaker, relation occurs between “the feeling of discrimination” and “the attitude of the Danish 
colleagues” (r= -.388).  
What is more, the test of correlation shows a stronger association between “the attitude of the 
Danish colleagues” and “the Danish employer‟s attitude”. A moderate Pearson correlation 
coefficient r=.441 between the two variables implies that if the Lithuanian and Polish workers feel 
better attitude from their employer, the Danish workers‟ attitude turns to be also positive.  
All in all, the above correlations give us a better understanding on how the attitudes of the Danish 
employer and colleagues affect the perceptions of the foreign workers. What is important, these 
are all statistically significant associations (p=.000), what let us apply our findings to the entire 
population of Lithuanian and Polish workers in Denmark.  
6.3.2.4. SUM UP – The attitudes of Danish colleagues and employer 
Altogether, the relationships between the foreign workers from Lithuania and Poland and their 
colleagues and employers do shape their perceptions on the discrimination. They find themselves 
in more favourable position if the attitude of native co-workers is positive. Since most of 
Lithuanians and Poles do not consider their relationships with other employees affected by bias or 
prejudice, they do not feel discriminated. It also has a positive impact on their satisfaction with the 
job. On the other hand, those who do not recognize the attitude of Danish colleagues and employer 
as good, refer to preconceived judgements towards their nationalities that made it difficult to 
establish positive relationships with native workers. We can conclude by saying that bad working 
relationship may lead prejudices and decrease the job satisfaction. A positive attitude is therefore 
significant in the achievement of work environment free of discrimination. 
6.3.3. The experience of discrimination 
Issues on the employment discrimination of immigrants in Denmark have been a source of our 
concern for the perceptions of Lithuanian and Polish workers on their opportunities for the equal 
participation in the labour market and for acquiring higher status jobs in Denmark. Therefore, in 
this part we take a closer look at how the Lithuanian and Polish workers recognize and understand 
discrimination as well as if they have ever experienced such a problem in the Danish labour 
market. We realize that discrimination is a controversial topic that makes it somehow difficult to 
share the experience of any kind of unfair and unequal treatment especially in face-to-face 
conversations. As emphasized in our research, it is a personal matter that is highly depended on 
what an individual understands by saying „discriminated”. We obtained lots of common views and 
distinctive insights on discrimination that let us bring together all the perceptions and explain the 
essence of possible discriminatory practices among Lithuanian and Polish workers in Denmark. 
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70%
30%
No
Yes
6.3.3.1. The experience of discrimination – descriptive analysis 
Our research results show that almost one third of the respondents (30,2%) claims to have 
experienced discrimination in the Danish labour market, while the  majority has never felt 
discriminated. 
 
 
 
 
 
 
In relation to this, our attention is directed to the respondents‟ perceptions on the negative impact 
of an immigrant status on their job searching process. Around 21% of the respondents reported 
difficulties in applying for a job which, as they claim, were highly related to the fact that they are 
the immigrants (See: Table 12, page 72). This may indicate that for the workers from Lithuania 
and Poland, foreign background was a reason for being discriminated against as they found it 
troublesome to overcome common bias and prejudice about their nationalities and consequently 
did not succeed in finding a relevant employment.  
6.3.3.2. The experience of discrimination – perceptions from the qualitative data 
Unlike the majority of the questionnaire respondents (69,8%) who claim to have never felt 
discriminated in their workplace in Denmark, the interviewees seem to have opposite opinions. 
When asked about the experience of discrimination, four of them said firmly and immediately:  
„yes‟: ―Oh yeah, many times (…) many times‖ (Pawel, 15:51);  
―Oh yeah…‖ (Martyna, 13:50);  
―Yeah… yes! I did feel discriminated‖ (Beata: 15:28);  
―Yeah, as I told before (…) if the whole company goes for the fun trip somewhere and not 
inviting. (…) I have a feeling that they are paid more‖ (Alvydas: 14:02), 
whereas others denied any experience of discrimination: ―Not in my case. I really, I never felt any 
discrimination‖ (Vytautas: 07:40) or were thinking over the answer: ―I don‘t feel discriminated, 
that‘s how it is and I accept the way it is, I‘m a foreigner here and I will always be‖ (Gaisva, 
05:58/Part II). 
Generally, some of the respondents and interviewees do not fully agree that the immigrants from 
Poland, Lithuania or any other Eastern European country are discriminated more than other 
immigrants in Denmark. When there is a big demand of work and much less of supply, it is much 
Figure 3. Have the respondents felt ever discrimination in the 
workplace? 
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easier to choose an employee who speaks Danish and knows the culture. Nevertheless, the 
majority claims that a worker with an immigrant status will never be treated equally with natives: 
―Native colleagues will always make us feel that we are from another country‖ (Questionnaire). 
They claim to have felt discriminated by the mean comments towards their nationalities resulted 
from common bias and prejudice. The respondents have met with taunts about the development 
progress and economic situation in their home countries. Some Polish workers have also heard 
different jokes about their nationalities as well as comments like: “You do not fit here‖, ―I do not 
understand why you have come to Denmark‖ (Questionnaire) which, as they claim, are difficult to 
reject and make it a great challenge to earn a good reputation abroad. The interviewees think that 
they tend to be perceived in a different way as well. They do not feel treated equally to their 
colleagues and they believe that Danish employees would not accept conditions under which they 
agree to work. The immigrants think that many things they have experienced would never happen 
if they were Danish workers or came from another country. For example, Beata says: ―I think that 
people would look at me completely from different prospective if I was, for instance, from the UK 
and I spoke perfectly English (…) I think that then it wouldn‘t be that big matter and I could surely 
find something better that I have now‖ (Beata, 06:46). 
In addition, the respondents are of the opinion that immigrants have difficulties to claim their 
rights: “Our opinions do not matter. We were told: ―You Polish…‖” (Questionnaire). They believe 
that immigrants work faster and are more efficiently than Danish workers, however ―when an 
immigrant turned to trade unions for help in solving some problems he experienced at the 
workplace, he was fired. On the contrary, Danish employee can claim his rights without fear of 
losing job‖ (Questionnaire). This opinion was also supported by the interviewees who say that it is 
more difficult for them and other immigrants to claim rights as they could lose their job as there 
are many other people from Lithuania or Poland who could easily take their place: ―there are fifty 
other people waiting for my place‖ (Beata: 10: 50).  
According to the interviewees, natives think of the immigrants as people who come from poorer 
countries so they need to earn money and will accept any kind of salary and any physical job 
which, according to the interviewees is not a type of work that any Danish would like to do. For 
instance, Beata says: ―I think that they [immigrants] are downgraded pretty much and I‘m sure 
that Danish employer would prefer to hire someone Danish or even if (…) they are forced to hire 
ehm foreigners, then it‘s because there are no Danish people actually wanting to work in such 
conditions‖ (Beata, 12:33). Somewhat reluctantly Alvydas shared his feelings: ―they make you 
feel as, that you are an immigrant (…) we will write you back or we will call you, but that‘s the 
end of discussion‖ (Alvydas, 08:34). Overall, they have an impression that it is due to their 
country of origin which is not highly reputable so they tend to be judged by common rumours 
about the workers from Eastern Europe. 
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6.3.3.3. The experience of discrimination – correlations 
Through the significance tests we could explore further interesting explanations of the possible 
indicators of the discrimination among the population of Lithuanian and Polish immigrants in 
Denmark. The Pearson correlation coefficient r= -.310 shows a significant relation (p=.000) that 
satisfaction with the job is strongly emphasized by the respondents, unless they do report any 
experience with discriminatory behaviour in their workplace. That is to say, “the feeling of 
discrimination” is associated with “the level of job satisfaction” so the immigrants who do not feel 
discriminated in the labour market tend to perceive their job as more satisfactory. So the 
immigrants feel more discriminated if their job does not give them satisfaction that might be 
explained by many factors that we explored in the analysis so far.  
The feeling of discrimination is also highly associated with low salaries that consequently 
decreases the immigrants level of satisfaction (r = -.272). The immigrants report to be more 
discriminated when they do not feel satisfied with the money they earn. The significance of this 
relation is p=,000. So according to the Lithuanian and Polish workers, discrimination practices 
take place in the event of unfair and unequal wage compensations provided to the immigrants. 
What is interesting, the fact the Lithuanian and Polish workers experience problems in finding a 
high status job does not imply any discriminatory practice. There is no significant correlation 
between these two variables. The respondents report that searching for a job in the Danish labour 
market is a long and difficult process. They explain it by referring to a disadvantageous position 
they have as foreigners, however, it does not make them feel discriminated.  
6.3.3.4. SUM UP – The experience of discrimination 
Our research shows that both the respondents and the interviewees perceive the problem of 
discrimination by reflecting on how their position has been affected by the fact of being an 
immigrant, their insufficient or lack of Danish language skills as well as common bias and 
prejudice about their nationalities. Overall, we did not discover any significant discriminatory 
treatment on the ground of unequal working conditions and/or limited access to the employee 
benefits. The evidence of discrimination and inequality in the Danish labour market was neither 
perceived in the relations between foreign, nor native workforce. In most cases, the Lithuanian and 
Polish workers do not report negative attitudes from the Danish employees‟ side that indicate good 
relations with colleagues and employers and denies the occurrence of discriminatory treatment in 
the workplace. However, our research shows that the evidence of discrimination is not unique to 
the country especially in the view of qualitative interviews. Unlike the questionnaire respondents, 
the interviewees emphasize the experience of discrimination to a higher degree. Immigrants‟ 
employment needs tend to be often partly, if not at all, disregarded in the form of minimal pay, 
degrading and unfavourable conditions, as well as low status in jobs and employment sectors.   
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6.3.4. Driving factors of discrimination  
To examine which variables have the highest influence on the respondents‟ perceptions on 
discrimination, we have run the linear regression analysis. The R-squared value of our regression 
model is .449 (this is statistically significant at p = .019) that means that the 44,9% of the variance 
in the dependent variable of the perceptions on discrimination is explained by the independent 
variables. From the test we learn that the “the amount of work” has the highest impact on the 
perceptions of discrimination (Beta = -.638). It connects to our findings from descriptive analysis 
and indicates a statistically significant contribution. The second highest impact on the perceptions 
of discrimination is from the variable “duties and responsibilities at work” (Beta = .371). Other 
factors which have the impact on the perceived discrimination are: “informality in the workplace” 
(Beta = -.300), “social safety” (Beta = .297) and “the region of working place – Sjælland” (Beta = 
-.283) and “Hovedstaden” (Beta = -.259). This could be interpreted in the way that unfair 
variations in the amount of work, imbalances in the distribution of duties and responsibilities as 
well as lack of social safety in the workplace evoke the feeling of discrimination among foreign 
workers. Furthermore, we could say that informal processes in the workplace are more likely to 
lead to bias and prejudice which were emphasized many times by the respondents. Besides, 
informality can result in barriers because it is more likely that qualifications will not be assessed in 
a standard and equal manner for all candidates applying for a certain job position. 
Table 15. Regression analysis. The factors making the impact on the perceptions on discrimination. 
Model Summaryb 
Model R R Square Adjusted R 
Square 
Std. Error of 
the Estimate 
Change Statistics 
R Square 
Change 
F Change df1 df2 Sig. F 
Change 
1 ,670a ,449 ,235 ,40283 ,449 2,098 19 49 ,019 
a. Predictors: (Constant), Relationship between the respondents and their colleagues, Courses, Sjælland, Syddanmark, Educational 
level, Immigrant status, Year of arrival to Denmark, Main reason for being unsatisfied with the salary, The attitude of Danish 
colleagues, Break, Hovedstaden, Level of satisfaction with the job, Wage, Duties, Informality, Bonuses, Salaries, Social safety, Amount 
of work 
b. Dependent Variable: Have the respondents felt discriminated at the workplace? 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression 6,467 19 ,340 2,098 ,019b 
Residual 7,951 49 ,162   
Total 14,419 68    
a. Dependent Variable: Have the respondents felt discriminated at the workplace? 
b. Predictors: (Constant), Relationship between the respondents and their colleagues, Courses, Sjælland, Syddanmark, Educational 
level, Immigrant status, Year of arrival to Denmark, Main reason for being unsatisfied with the salary, The attitude of Danish 
colleagues, Break, Hovedstaden, Level of satisfaction with the job, Wage, Duties, Informality, Bonuses, Salaries, Social safety, Amount 
of work 
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To conclude, the findings show that the foreign workers feel easily exploitable and become 
exposed to less favourable working conditions and employment benefits that accounts for 
occurring inequalities in the workplace. 
6.3.5. The discussion of findings in the view of conceptual framework  
Following the analysis of the immigrant workers‟ perceptions on the labour market discrimination, 
we obtained results of the previous work in this field. We discuss whether our findings corroborate 
or refute the hypotheses that we have generated at the beginning of our study. However, our aim is 
not only to refer to the current knowledge but to challenge what has been discovered so far. 
As explained in the literature, unjust or prejudicial treatment might occur on the ground of 
different categories of people (Major, Quinton, and McCoy, 2002; In Major and Kaiser, 2008).  
Likewise Kofman et al. (2009) who said that “race and ethnicity are central dimensions of 
inequalities in the labour market”, in our research, the main focus was also placed on the 
nationality. We could argue that high differences between the employment rates of Danes and 
foreigners from Lithuania and Poland as well as their experience of unequal treatment in the labour 
market might suggest discrimination. The major reason reported by the respondents and 
interviewees for being discriminated was the immigrant status, language barriers and common 
prejudice that undermined their reputation in Denmark and negatively affected their employment 
seeking process. Basically, the differences in their position in the Danish labour market as well as 
access to employment can be attributed to their foreign background, working class attainment and 
common prejudice about their countries of origin. It could be explained by the fact that Lithuanian 
Coefficientsa 
Model Unstandardized Coefficients Standardized Coefficients T Sig. 
B Std. Error Beta 
1 
(Constant) -26,988 25,291  -1,067 ,291 
Educational level ,051 ,047 ,138 1,093 ,280 
Year of arrival to Denmark ,015 ,013 ,145 1,164 ,250 
Hovedstaden -,240 ,135 -,259 -1,783 ,081 
Syddanmark -,172 ,203 -,114 -,848 ,401 
Sjælland -,355 ,176 -,283 -2,014 ,050 
Immigrant status -,177 ,135 -,160 -1,312 ,196 
Level of satisfaction with the job -,064 ,065 -,155 -,991 ,327 
Courses -,176 ,190 -,109 -,927 ,358 
Main reason for being unsatisfied with the 
salary 
-,044 ,053 -,117 -,840 ,405 
Wage ,054 ,061 ,159 ,888 ,379 
Break ,082 ,068 ,192 1,219 ,229 
Amount of work -,204 ,080 -,638 -2,558 ,014 
Duties ,125 ,085 ,371 1,479 ,145 
Bonuses -,030 ,041 -,134 -,751 ,456 
Social safety ,075 ,049 ,297 1,532 ,132 
Informality -,083 ,052 -,300 -1,598 ,116 
The attitude of Danish colleagues towards the 
respondents and other immigrants at work 
-,062 ,050 -,157 -1,236 ,222 
Salaries -,043 ,062 -,137 -,706 ,483 
Relationship between the respondents and 
their colleagues 
-,054 ,055 -,149 -,977 ,333 
a. Dependent Variable: Have the respondents felt discriminated at the workplace? 
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and Polish workers are considered to be good and efficient workers but who easily accept lower 
compensation for their work. As explained by Kraal et al. (2009), the basis for unfair treatment 
arises from their belonging to a specific category – the category of cheap qualified labour force.   
Our quantitative findings computed by the Pearson correlation coefficient show that many 
Lithuanians and Poles express considerably high satisfaction with working conditions and 
employment benefits (See: page 63). But they also admit that the perceptions and rewards from 
similar work tend to be worse in their home countries and that explains somewhat their willingness 
to work hard. Lithuanian and Poles as well as Eastern European population at large have a strong 
reputation for being hard-working. Even though highly qualified, the common stereotype does not 
let them exploit their full potential that in turn makes them feel downgraded and excluded from 
high level jobs. This situation might allude to the opportunist discrimination. It refers to the 
exploitation of Lithuanian and Polish workers not only on the ground of employer‟s prejudice but 
also on the basis of common knowledge that they represent a group of labour-intensive workers 
who want to work hard to the advantage of native workers. As they find themselves in a relatively 
weak position in the labour market, they can be easily exploitable and become a subject to less 
favourable working conditions. This is consistent with the theory explained by Kraal et al. (2009).  
What is important, we did not discover any significant evidence for the occurrence of direct 
discrimination in case of Lithuanian and Polish immigrants as they did not report any direct 
practices that would aim at their exclusion from the labour market. They rarely perceive the 
relationships with native colleagues less than good and do not feel strongly subordinated by the 
working conditions. They rather consider their position as disadvantageous compared to natives by 
referring to different work routines such as during the recruiting process, informal social networks 
which do not allow them to compete with native workers. Consequently, they have to work in 
certain circumstances which usually have less favourable effects on the immigrant population. As 
it was stated in the literature, “labour markets are organised around the concept of competition, 
which means that there are processes of selection” (Kraal et al., 2009: 10). Employees are 
therefore selected on the basis of their skills and education which must be appropriate to the 
requirements of a particular job. Since our research shows that Lithuanian and Polish workers face 
many problems in getting on the right jobs, the criteria of selection turn to question the fairness of 
recruitment process from the perspective of a foreign worker. In relation to this, some research 
(Matthiessen, P. Ch., 2009; OECD, 2007) show that there are high differences between the 
employment rates of Danes and foreigners that might suggest discrimination. Similarly, our 
empirical study indicates that Lithuanians and Poles report fewer possibilities to be employed in 
high-level jobs. 
Furthermore, there is a rising number of non-discriminatory policies for the purpose of 
employment equity improvement in Denmark that theoretically should enhance the immigrants 
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labour market integration. Besides, the opening of Danish labour market to many Eastern 
Europeans seems to facilitate their employment opportunities. Since they represent a group of 
highly educated individuals, their access to relevant job should not be a problem. Surprisingly, 
they still encounter difficulties in finding the right jobs that consequently restrain their freedom of 
choice comparing to native workers. So their probability of finding the employment equivalent to 
the „Danish one‟ is limited. This might, by definition, suggest discriminatory treatment, especially 
when we consider the results from our qualitative findings which clearly indicate that a number of 
Lithuanians and Poles do feel discriminated against by virtue of nationality.  
Finally, as Kraal et al. (2009) points out, unequal economic outcomes do not necessarily have to 
result from discrepancies in qualifications or experience in the labour market but also from foreign 
background as immigrants tend to be more prone to unequal access to employment even though 
they represent appropriate qualifications and make comparable efforts to get the job. In the view of 
Lithuanian and Polish workers, equal labour market opportunities are critical for their successful 
integration. They perceive employment discrimination as the result of unequal treatment and 
restrictive conditions which hinder their access to particular jobs. The discussion of findings 
affirms many theoretical considerations that we have brought up in our study. We have also found 
support of hypotheses in which we assumed that Lithuanian and Polish workers face difficulties in 
the Danish labour market due to their foreign background. We cannot conclude that it is a 
sufficient reason to summarize that they are subject to discrimination in Denmark, however, it is 
enough to realize that such a problem does exist and discrimination in the labour market might be 
a possible explanation of the problems faced by the Eastern European foreign workers. 
6.4. Results summary – How do the foreign workers from Lithuania and 
Poland perceive and experience the job mismatch and discrimination in 
the Danish labour market? 
Through the use of mixed methods research, we found that around 69% of the immigrants 
acknowledged that a mismatch between their education and jobs does exist (See: Appendix V:o, 
page 115). Despite growing both supply and demand for qualified workers (Cedefop, 2010), we 
can sum up that there is no guarantee that every candidate will be matched with a proper job and 
Lithuanian and Polish immigrants turned to be the group of foreigners that has significant 
difficulties in terms of labour market integration. On the other hand, discrimination in the Danish 
labour market is not perceived to a similar extent. Differential labour market experiences of the 
respondents tell us that the nearly 70% of Lithuanian and Polish workers does not feel 
discriminated (See: Figure 3, page 86).   
Our findings let us identify various in-depth perceptions on the job mismatch and discrimination 
that give a comprehensive answer to our main research question. Pearson correlation test supports 
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the descriptive findings and reveals that highly educated immigrants from Lithuania and Poland 
attach a great importance to having a job related to their education but they are more acutely aware 
of the pervasive difficulties in gaining access to high-level jobs in the Danish labour market. The 
majority (69,2%, page 69) holds jobs below their qualifications that diminish their opportunities 
for utilization of knowledge and skills. Foreign workers seek jobs which involve tasks giving the 
opportunity for the implementation of acquired education and more advanced work with more 
responsibilities. However, they face with lower returns in terms of probabilities of being employed 
in jobs which match their qualifications and in getting adequate compensation for their work that 
consequently, makes them exposed to higher risks of overeducation and leads to considerable 
waste of human capital. Job mismatch is therefore “responsible for a waste of valuable human 
resources” (Sala, 2011) and our finding strongly reflects this theoretical consideration. 
What is important, lack of recognition of foreign education is not a reason for job mismatch and 
this is contradictory to the conceptual framework brought in our study on “the less-than-perfect 
international transferability of human capital skills” (Chiswick and Miller, 2007). We found that 
education attained in Lithuania and/or Poland is equivalent in Denmark so it cannot be a primary 
reason for the job mismatch. It directs our attention to educational strategy on EU level which aims 
to upgrade skills and alleviate barriers to recognition (Cedefop, 2010). It is a relevant sign which 
proves that European implications have some genuinely significant achievements. Nevertheless, 
there are still some other issues which are not working.  
Through the application of statistical tests we identified that Danish labour market conditions do 
not facilitate the integration of the immigrants. First of all, the experience in the Danish labour 
market is extremely important in reducing the probability of becoming over-educated among the 
Lithuanian and Polish workers. Conditionally on experience, we found that the longer time the 
immigrants spent in Denmark, the more likely it is that they will take on a job for which they are 
formally overeducated. The experience in the Danish labour market increases the chance of a 
proper match because an individual has time to reveal his/her productivity. This is a statistically 
significant finding which reflects the respondents‟ perceptions on their integration prospects.  
Another factor underlying the integration of immigrant workers into the labour market is a high 
demand for Danish language skills. It is especially emphasized in the outcome of our qualitative 
findings (page 72). English often does not suffice and the knowledge of host country language 
substantially facilitates the position of foreign workers in Denmark. Language issues were highly 
brought up in the literature (e.g. Piracha et al., 2012) that provides stronger evidence on the 
perception that problems with understanding of the host country diminish the immigrants‟ access 
to many available vacancies and high level job positions. Additionally, our research found strong 
negative effects since the job mismatch has been reported to reduce immigrants‟ job satisfaction. 
Workers with a high level of education, who carry out their job which is below their qualifications 
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and which does not give any opportunity to employ their knowledge and exploit acquired skills, 
appear to be less satisfied. 
Furthermore, we presumed that imbalances between the Lithuanian, Polish and Danish workers 
might result from discrimination in the labour market. As Jacobsen (2004) explained, most 
common reasons for job mismatch among immigrants refer not only to the lack of host country 
language skills, lack of knowledge about the local labour market but also discrimination. 
According to the above-mentioned empirical research outcomes, foreign workers from Lithuania 
and Poland report to be subordinated in the labour market that is revealed by their perceptions on 
the job mismatch. They experience difficulties in access to employment especially when looking 
for a high level job that would correspond to education they attained.  
Based on our statistical tests, even though the immigrants are more prone to the job mismatch and 
the differences in access to employment that might uncover more or less subtle form of inequality, 
it cannot be attributed to discriminatory practices. Contrary to the theory which explains that 
discrimination in the labour market contributes “to the waste of human resources and to the 
underutilisation of skills, knowledge and manpower, and prevent[s] access to the advantages that 
different types of knowledge can bring in a globalised economy” (Fridholm, 2006; EC 2005; In 
Nilsson and Wrench, 2009: 23), our research does not admit any significant relation between job 
mismatch and discrimination. Lack of success in the labour market calls much attention to the 
negative outcomes of both phenomena, however our quantitative and qualitative findings do not 
support the assumption that a link between the job mismatch and discrimination does exist in case 
of Denmark. In other words, the interplay between job mismatch and discrimination is not 
significant and that rejects our prior hypotheses and leads to conclude that discrimination does not 
hinder optimal matching in the Danish labour market.  
By conducting the cross tabulation test analysis we discovered that the feeling of discrimination 
arises on the ground of unequal practices (See: Table 14, page 82). Additionally, attitudes of 
Danish colleagues and employers influence the immigrants‟ perceptions of discrimination as they 
are correlated significantly with the feeling of discrimination. Since the Lithuanian and Polish 
workers perceive their working conditions and employment benefits comparable to their 
colleagues, it does not indicate evidently a discriminatory practice in their workplace. Similarly, 
they consider the local attitude positive and that denies any prevailing discriminatory patterns in 
the relations between immigrant workers and their native colleagues and employers. However, we 
cannot say that the employment discrimination is not inherent to the country. We ran a regression 
analysis which let us identify that discrepancies in the amount of work, distribution of duties and 
responsibilities as well as lack of social safety and possible informal processes in the workplace 
drive the feeling of discrimination among workers from Lithuania and Poland (See: Table 15 
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Regression analysis, pages 89-90). All these factors jointly contribute to the immigrants‟ poor 
labour market outcomes from the perspective of a foreign worker.  
Contrary to the quantitative findings, more pervasive perceptions on discrimination occurred based 
upon evidence obtained from the interviews. Our qualitative research reveals the fact that the 
qualified immigrants are not getting access to jobs consistent with their qualifications evokes the 
feeling of discrimination as it is perceived as the result of unequal practices. Moreover, being an 
immigrant does play a considerable role in making a group more prone to discrimination. The 
Lithuanian and Polish workers believe that their disadvantageous position in finding a relevant job 
and obtaining equal opportunities and/or working conditions could be explained by their foreign 
background. It is also about existing prejudice reflected in certain preferences against the 
Lithuanian and Polish workers. Common bias and stereotypes rarely convey accurate information 
and their interpretation does often destroy the immigrants‟ reputation. Discriminatory practices are 
therefore better recognized in the Danish labour market. This is how the interviewees‟ perceptions 
differ from the viewpoints derived from our quantitative statistics. These reflections, however, do 
not constitute sufficient significant evidence that unequal labour market outcomes could entirely 
account for why the immigrants are vulnerable group to job mismatch. 
To sum up, our findings suggest that it is important to strengthen the focus on how to make the 
best possible use of foreign qualifications in the Danish labour market. The Lithuanian and Polish 
immigrants are more likely to face difficulties in accumulating relevant work experience, which 
affects severely their position in recruitment processes that is consistent with our research 
outcomes. So the integration of immigrants to the Danish labour market is less favourable and 
their participation in the labour force is considerably lower than for natives implying that labour 
market outcomes for immigrants are below those of the natives. We can summarize that the 
Lithuanian and Polish workers experience the problems of job mismatch and inequality, however a 
relatively high level of overeducation among the respondents cannot be explained by 
discrimination against immigrants in the labour market and vice versa. All the above 
considerations do not show that there is a strong association between these two phenomena. The 
fact that a foreigner does not get a job due to his/her national background or feel judged in the 
recruitment process by common bias and prejudice might disclose certain level of inequality but 
does not have to result from discrimination. Based on the experience and perceptions of the 
Lithuanian and Polish workers, the immigrants in Denmark deal with the job mismatch that results 
in a position below their educational level but differentials within their occupations do not reveal 
significant relationship and cannot account for the outcome of discrimination. 
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7. CONCLUSION 
In the final conclusion we wish to open up a broader debate on the perceptions of the job 
mismatch and discrimination that would provide further relevant insight into both phenomena. 
Considering that Denmark has a significant number of workers from Lithuania and Poland whose 
education exceeds their jobs, we find it necessary to conclude how it implies to the overall 
problem of functioning of international labour markets which do not fully utilise the available 
human capital. In the light of other studies on EU level, we bring up broader implications of our 
findings and propose our expectations for further improvements.  
At the beginning of our research, we referred to Baunder‟s (2006) intriguing statement who 
provoked us by saying that if suddenly all immigrants decided to return to their countries of origin, 
many sectors of the economy would fall into recession. Based on our own observations and 
experience, we asked ourselves if that would also be a potential scenario for Denmark. It became 
even more interesting as much research on the role of migrants on European labour markets 
emphasizes their impact upon labour market outcomes (Cedefop, 2010; Mavromaras et al., 2011). 
Nowadays the global migration of highly qualified workers is on the rise and has become an issue 
of increased relevance because the mobility of educated workers can make a great contribution to 
overcome the future economic problems on a large scale. With reference to Rockwool Foundation 
Research Unit (2010), there is a strong evidence of a constantly growing demand for migrant 
labour force especially from Eastern European countries which accelerated after the EU 
enlargement and opening of many European labour markets. As we illustrated in the Table 3 on 
page 54, there was a rapid increase in the number of the respondents in Denmark in the face of 
both processes which proves the increased foreign workers‟ mobility. So the 2004 accessions 
contributed to the expansion of the European labour market in a dramatic and unanticipated way 
that can be very well observed in case of population movements to Denmark. What is important, 
there is a particular need for workers who represent niche skills and high qualifications as they are 
expected to contribute significantly to the efficient prosperity of the Danish welfare state and 
prevent from future effects of labour shortages and population aging. However, the aging 
population and skills shortages are the problems faced not only by Denmark. As a part of EU 
labour market, Danish case illuminates that large outflow of experienced workers in the coming 
decades is also predicted to be a great challenge for labour market policies in most European 
countries, so the immigration is seen as a solution to compensate demographic and economic 
problems (Mavromaras et al., 2011). Curiously enough, despite this constantly growing demand 
for highly-qualified foreign workers, we obtained striking findings that almost 70% of the 
immigrants from Lithuania and Poland acknowledged to work below their educational level (See: 
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Appendix V:o) that was clearly highlighted in our empirical tests based on the regression analysis 
(See: Table 13, page 75). It gives us the most significant indicator of the fact that many 
immigrants in Denmark have a job below their qualifications. This also accords with recent 
European studies which show that job mismatch is a pervasive phenomenon in Europe as merely 
less than half of working population holds jobs adequate to their education (Cedefop, 2010). We 
obtained comprehensive results that foreign workers with high-level of education do not get their 
qualifications used and are not appropriately rewarded for using them. Besides, their working 
hours and amount of work do not allow for the proper exploitation of their qualifications that, in 
consequence makes them not well-suited for jobs they occupy. In effect, matching educational 
skills and jobs is gaining importance especially in the face of rising difficulties for people entering 
labour markets to find jobs fitting their potential. We conclude that insufficient or lack of 
opportunity for utilization of knowledge and qualifications constitutes a key driver in the foreign 
workers‟ perceptions of job mismatch. This is impeded by the incomplete information about the 
host labour market, language barriers and lack of developed networks (See: Table 12, page 72 & 
qualitative data, pages 72-73). 
All these findings reflect the extensive scope of the problem and let us reach a further conclusion 
that the job mismatch is a widespread problem not only in Denmark. The case of Danish labour 
market, apparently attractive and beneficial for foreigners, demonstrates that immigrant workers 
are more likely to be overeducated and have difficulties in getting jobs commensurate with their 
educational background. Since Denmark is a part of the EU labour market it addresses broader 
dynamics of issues related to migration and mobility problems. The mismatch between 
immigrants‟ qualifications and jobs is not anymore a salient feature of immigrants‟ labour 
outcomes in the broader context. According to the existing research, the imbalances exist between 
education and occupied jobs for the most workers in Europe. Workers seek jobs which match their 
educational attainment but since a job search often imposes many barriers, they optimize by 
accepting a job position which requires less education than they possess. It is hardly possible to 
presume that labour markets could work without temporary imbalances because the labour market 
integration is a matter of time to gain necessary local experience. As identified in our qualitative 
findings, which we cross-checked by Pearson correlation test (See: page 70), we can also conclude 
that the immigrants‟ opportunity to get a job suitable to educational background is strongly 
affected by the time they spend in the country. It implies that the lack of experience and 
understanding of local labour market increases the probability of being mismatched. In relation to 
this, transferability of foreign qualifications to the host country is a central issue. As we did not 
discover any problems with the recognition of foreign education (See: Table 8, page 60) it 
suggests the effective contribution of EU mobility programs. So we can say that the considerable 
progress has been made on recognizing foreign qualifications of the EU Member States. This 
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implies that it should be easier for immigrants to gain high status employment in the European 
labour market. Following our research findings, which stress that the foreign workers experience 
negative labour market outcomes in the form of overeducation, underutilization of qualifications 
and feelings of discrimination, it makes us wonder why foreign workers‟ opportunities in the 
labour market fall behind those enjoyed by natives.  
Considering increased international mobility within Europe and beyond, better work prospects 
belong to one of the main incentives for people to migrate. After many years of economic crisis, it 
is therefore essential to ensure that Europe‟s recovery will result in long-term regulations 
concerning promotion of a European labour market for jobs which correspond to people‟s mobility 
needs and aspirations. It is encouraging to refer to the conceptual framework showing that labour 
market which leads to inefficient allocations of human capital and fails to fully utilize individuals‟ 
potential undermines economic growth and overall productivity (Cedefop, 2009). Similarly, our 
findings imply that in the face of increased workers‟ mobility, it is a matter of urgency to achieve a 
considerably fuller use of immigrants‟ potential. If this is the objective of other countries, our 
empirical research suggests that there is a room for improving immigrants‟ outcomes through 
policies and strongly encourages to strengthen the focus on how to make the most of foreign 
qualifications in the labour markets. It requires certain procedures and practical measures because 
constant denial of employment opportunities and constrained access to particular jobs might allude 
to certain discriminatory patterns. We did not discover any significant relationship between the job 
mismatch and discrimination which would prove that both phenomena are dependent on each 
other. The previous studies, which took both phenomena into account have also not discovered a 
clear relation between the job mismatch and discrimination yet. It may be the case of considerable 
variations in the individual‟s perceptions and experience of both problems. Besides, it is difficult 
to give clear answers whether immigrants are more likely to be mismatched if they feel they are 
discriminated against because measuring discrimination is very elusive. There are many 
unobserved factors which shape individual‟s perceptions and that makes the problem hard to 
access. Consequently our research allows us to deduce the occurrence of both job mismatch and 
discrimination but the interrelation between both phenomena and their effects on each other is 
narrowly defined. We may still suppose that immigrants are susceptible to job mismatch that is 
associated with perceived discrimination but since there is no significant evidence, more research 
on this topic needs to be undertaken before the association between job mismatch and 
discrimination is more clearly understood. It might provide additional advantage in tackling the 
problem of contemporary labour market disparities. What we found out is that the foreign workers 
often explain their less favourable labour market outcomes by referring to the effects of 
discriminatory practice. It shows that the issues of employment discrimination are not less 
important to be addressed. Besides, these findings do not only have implications for the Danish 
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labour market as they confirm that the evidence of discrimination is constantly more or less 
observable in the international labour markets. It is sufficient to say that equal opportunities in the 
labour market and the entire society have belonged to the top priorities of the European Union for 
many years (Eurofound, 2011) but it is still not totally clear whether they bring desired results. It 
requires the improvement of labour market outcomes in terms of equal treatment of immigrants 
and their working conditions as it accounts for the effectiveness of labour markets‟ policy and 
practice. Such considerations impel to work more on the areas of access to employment, working 
conditions and social mobility. Further research should be done to investigate the structure of the 
labour market in Europe and work out why immigrants tend to be channelled overwhelmingly into 
certain sectors and types of work. 
Through our empirical work we made progress in approaching the problems of job mismatch and 
labour market discrimination and provided implications on the immigrants‟ labour market 
outcomes for the long-term future. We believe that this thesis contributes to a broader debate on 
how to increase productivity in the labour markets. We strongly argue that investments in human 
capital do pay off. It is a worthy asset especially in today's competitive global market and therefore 
requires more attention. Considering that the immigration of the highly-skilled workers plays an 
essential role for the economic growth, it can have important labour market consequences for the 
mismatched individuals, employers, businesses and economies. The implication of our research 
would be that matching qualifications and jobs is crucial not only for Denmark but also for 
Europe‟s future growth prospects and for employment equity. It is a great challenge for Europe to 
provide businesses with the right skills to encourage innovation and growth, to address 
unemployment, to combat inequalities and to ensure that the potential of European citizens is fully 
utilised. However, to make this strategy successful, better labour market integration policies 
should be implemented that would attract highly educated workers and allow them to exploit the 
economic opportunities and prevent their acquired knowledge and skills from becoming obsolete. 
Likewise recent research recommendations (Cedefop, 2011) we also agree that there may be a 
need for special assistance in finding jobs that would involve additional trainings and help in 
building up networks or perhaps even temporary employment for immigrant workforce to learn 
and gain experience in the host country. In this case, the problem of insufficient language skills 
come into play as language proficiency is a major factor for the workforce integration. Greater 
account should therefore be taken of learning policies in the context of migration and mobility. 
This may be eased by providing immigrants with better language training opportunities. It would 
help them to integrate, upward their mobility and also increase their competitiveness. We consider 
is to be an important issue for EU future growth strategy to take effective measures by promoting 
equal employment opportunities. It would enhance foreign workers chances of establishing 
themselves in the labour market and provide them with opportunities for further development.  
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Appendix I. Danish equal employment opportunity policy towards immigrants 
In this appendix, we provide Danish equal employment opportunity policy and look at its major provisions 
regarding treatment of immigrant employees and their working conditions. Altogether, it gives us a deeper 
insight into the existing rules in the Danish labour market and encourages to evaluate the effectiveness of 
Danish policy and practice. 
For many years, equal opportunities for everyone both in the labour market and the entire society, have been 
one of the top priorities of the European Union. For example, looking back to 2000, EU implemented two 
directives which keep its residents from being discriminated against by virtue of race or nationality – the Racial 
Equality Directive, and by reason of religion, disability, age or sexual orientation – the Employment Framework 
Directive. Both regulations determine a set of rules to guarantee all European Union members a minimum level 
of level protection against discrimination (Kraal et al., 2009). Similarly, individual countries, including 
Denmark, have also formulated specific policies and guidelines for the purpose of employment equity 
improvement within their own borders (Kraal et al., 2009). However, it is still not totally clear whether all the 
antidiscrimination policies bring desired results. 
Looking back over the past years, in 1992 a committee was set up in to examine immigrants’ barriers to 
accessing employment, and subsequently in 1994, a comprehensive Action Plan was initiated (EOCD, 2007). 
The main objective of the plan was to provide equal conditions for people with a migration background through 
supporting recognition of foreign qualifications, language schooling, as well as vocational education and 
trainings for immigrants. In recent years, a number of policy proposals directed at facilitating integration of 
immigrants have been introduced. In the first volume of OECD’s Jobs for Immigrants series, we read that it 
was a stated policy goal in Denmark “to increase employment of the current immigrant stock by 25 000 over 
the time period 2005-2010” (OECD, 2007: 136). In effect, improving the integration of immigrants, particularly 
labour market integration, has become a major goal. Danish government has taken a serious stand on the 
search for methods of improvement of this situation in order to succeed in meeting future challenges of the 
welfare state. 
In the document issued by European Foundation for the Improvement of Living and Working Conditions we 
read that “when an immigrant is employed under standard terms he or she has the same rights regarding 
working time and leave, employment contracts, education and training, health and safety, etc. as do Danish 
employees. Workplace promotion for migrant workers does not therefore seem to be an issue which 
enterprises, etc. is too concerned” (EWCO, 2009).  
Furthermore, the European Working Condition Observatory says that there is law on non-discriminatory 
treatment at workplaces in Denmark which states that it is illegal to discriminate against anyone due to 
ethnicity, skin colour, religion, sexual orientation or national, social or ethnic origin (EWCO, 2009). Moreover, 
discrimination is prohibited while recruiting, at layoffs, reassignments, promotion or in case of salary and 
working conditions. Every employee must also have an equal access to vocational guidance and training. 
Strictly speaking, this law states that immigrants employed under normal circumstances have the same rights 
as any native Danish worker (Lov om forbud mod forskelsbehandling; In EWCO, 2009). Since these rights rests 
on the collective agreement valid at the enterprise, there are just few initiatives, which aim at promotion of 
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particularly migrant workers. Furthermore, according to the Danish non-discrimination law, employer is not 
allowed to collect, receive or use information concerning an employee's national or ethnic origin (EWCO, 2009). 
We can also find a similar provision on equal treatment and integration at workplaces in a Collective 
Agreement 2006 made by DA and the Danish Confederation of Trade Unions (Landsorganisationen Danmark, 
LO). It states that everyone must have equal opportunities regardless of ethnicity and gender. Besides, it is 
employer’s responsibility to determine in collaboration with the employees how to work with ethnicity in a 
company.  
Denmark has also ratified Convention on the Recognition of Qualifications concerning Higher Education 
in the European Region in March 2003 which aims to facilitate the recognition of qualifications granted in one 
Party in another Party. It provides that requests should be assessed in a fair manner and within a reasonable 
time. 
 
 
Appendix II. Employment in Denmark by industry 
Employed by industry 2010 (Source: Statistical Yearbook 2012) 
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Appendix III. Comparing Danish, Lithuanian and Polish education systems 
LITHUANIA 
Basically the educational system in Lithuania is divided into a few stages: 
 Pre-school and pre-primary education: this kind of education is usually offered for children between one and 
six years old and it is not mandatory.  
 General education system: it is composed of twelve years of the school and is divided into two parts: 
o Primary and lower secondary education. Primary education consists of four years of school and is not graded: 
the teachers give a description after each trimester, semester or academic year about the achievements of 
the children and evaluate which educational level they achieved – higher, basic or satisfactory. The lower 
secondary education follows the primary and finished after the six years. Both primary and lower secondary 
education are compulsory.  
o Upper secondary school is the optional two years of education which are followed by the matura 
examinations. To get a School Leaving Certificate a student must pass at least two exams must be past – one 
in Lithuanian and one optional, while those who want to enter to higher education must pass three exams 
but not more than six. 
 Vocational education provides the training to get the special qualifications or basic or secondary education. 
The period of studies depends on the person’s educational background or what s/he wants to achieve and it 
can take from one to three years. After graduating the vocational school with the secondary education, 
students have the opportunity to continue their education in college or university; moreover, they have more 
benefits entering the higher education.  
 Higher education may provided at: 
o College. After three or four years of study in the college a student achieves a Professional Bachelor as the 
studies there are more oriented to the profession where the practise takes at least one third of the studies. 
When graduated, students may continue their studies in the universities.  
o University offers Bachelor, Master and Doctoral studies which could be taken full-time or part-time. On the 
contrary to the college, universities are more concerned about the universal academic education, theoretical 
training, and the highest level of professional excellence. The studies to get Bachelor degree usually takes 
four years (five years for part-time studies) and includes the theoretical and research parts. Master’s studies 
take 1.5 to two years and Doctoral studies – four years. (Ministry of Education and Science of the Republic of 
Lithuania, 2010).  
The structure of the educational system in Lithuania is illustrated in the figure in the end of this Appendix. 
Vocational education 
The aim of vocational education and training in Lithuania is “to help an individual to obtain, change or improve 
vocational qualification and to help him settle and compete in the changing work environment” (Euroguidance, 
2013) It might be started right after lower secondary education, but not earlier than being fourteen years old and 
there are different ways to enter this type of education: not having a basic education, having basic or secondary 
education or after the special education programmes (Euroguidance, 2013). Vocational education is offered at the 
vocational education and training schools or vocational training centres (Euroguidance, 2013). The programmes 
are developed by the education providers cooperating with the employers and during the period of the studies, 60-
70 per cent of all teaching subjects’ time must be spent on practical training. After completion of the vocational 
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education programme and pass the examinations, students get vocational qualification (Ministry of Education and 
Science of the Republic of Lithuania, 2010). 
Higher education 
There are two types of the higher education in Lithuania – university type (in university, academy or seminary) 
and non-university type (in college). Both may be taken as full-time, part-time evening or part-time extra-mural 
studies (Daniunas and Radzeviciene, 2009). 
Colleges prepare students for the professional activity with 180–240 ECTS required in order to complete the non-
university studies and get Professional Bachelor degree. Completion of the college does not give the opportunity to 
access the second cycle studies at university, the graduates must take the additional courses (of not more than 120 
ECTS) in order to start Master studies. Usually the credits from the college may be transferred as a part of the 
Bachelor in university if both programmes match (Daniunas and Radzeviciene, 2009). The Professional Bachelor is 
acquired after passing the final exam or defending the final project (Bologna Process, 2009). 
Universities. There are three cycles at university studies: in the first cycle (undergraduate) Bachelor degree is 
gained by earning 210 – 240 ECTS credits and it gives the opportunity to continue in the second cycle. Master 
degree requires getting 90 – 120 ECTS and it leads to the third cycle which is postgraduate studies. This cycle has 
three types: PhD studies, PhD studies in arts or residency (for medicine, odontology, veterinary medicine) with 
120 ECTS required (Daniunas and Radzeviciene, 2009). All cycles are completed with the defence of the final 
theses. In the case of failure, a student is allowed to retake the exam only the following year (Bologna Process, 
2009). 
POLAND 
The educational system in Poland has a lot of similarities with Lithuanian; however, it is a bit more complicated. 
The figure in the Appendix shows the structure of the Polish educational system. The basic education consists of: 
 Pre-school education which may start from three years old and it is not mandatory until a child turns six years 
old. All children of age of six must participate in the pre-school education in the kindergartens or classes in the 
primary school.  
 Primary education starts with age of seven and lasts for the six years. It is divided in two stages – grades from 1 
to 3 (elementary) and grades from 4 to 6 (subject teaching). 
 Three years of gymnasium follows the primary education which is called a lower secondary compulsory school.  
 Upper secondary school consists of three years which ends with the matura examination. When the graduates 
get the Matura certificate, they can continue with the tertiary education which includes college and degree 
programmes.  
o College programmes last for three years. However in the national legislation it is not considered as a higher 
education. The students here are being prepared for the employment and a lot of attention is paid for the 
practice.  
o Degree programmes includes Bachelor, Master and Doctoral degrees. The Bachelor studies last from three to 
four years and it provides the knowledge and skills in a specific area. The Master’s studies take from 1.5 to 
two years and it gives the specialist knowledge in a specific field. Doctoral studies last for up to four years 
(Polish EURIDYCE Unit, 2010). 
The structure of the educational system in Poland is illustrated in the figure in the end of this Appendix. 
Vocational education 
The purpose of the vocational upper secondary education in Poland is to prepare young people for the world of 
work (Polish EURIDYCE Unit, 2010). Basic vocational education lasts for two to three years, where 60% is 
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appointed for the practical training and it gives vocational qualifications. Graduation from basic vocational school 
enables further education on the secondary level schools which may technical secondary schools, supplementary 
technical secondary schools or profiled secondary school which offers pre-vocational training. Secondary 
vocational education offers the possibility to get a matriculation certificate. The graduates gain professional 
qualifications after passing an external exam (EQAVET). 
Higher education 
College programmes prepare student for the employment. Each course is ended with the oral or written 
examination and in order to get the opportunity to participate in the final exam, the student must have completed 
all courses and practice and submitted the diploma thesis. The final exam is taken in front of the examination 
board and after passing it the student is given a college diploma. What is more, the students have the opportunity 
to get the Bachelor degree if they pass the Bachelor’s degree examination (Polish EURIDYCE Unit, 2010). 
Universities have the three cycle structure. During the first cycle the students are expected to earn 180 – 240 ECTS 
in order to graduate and get the Engineer title, which is equivalent to the Bachelor’s degree. The second cycle is 
oriented in developing the creativity and talent and gives the opportunity to gain the Master’s degree after earning 
90 – 120 ECTS credits. The third cycle (Doctoral degree programmes) gives the PhD degree after the submission 
and defence of a doctoral dissertation in front of the thesis committee and passing the doctoral exam. All students 
are required end the course with the examination which may be oral or written at the end of each semester (Higher 
education in Poland). 
DENMARK 
The Danish educational system is divided to three stages: primary and lower secondary education, upper 
secondary education and higher education. 
The primary and lower secondary education is compulsory and it consists of one year of pre-school and nine years 
at primary and lower secondary school and plus one year optional.  
The upper secondary education consists of three branches: 
 General upper secondary school lasts for two years and ends with school leaving examination or the higher 
preparatory examination, which both lets the students continue with the higher education.  
 Technical and commercial upper secondary education takes three years of studies and is oriented to the 
technical natural sciences. The studies include half of year of basic programme and two and half of year of 
specialised programme.  
 The main purposes of vocational education and training are to provide young people with specific 
qualifications, prepare them for the labour market and fulfil the needs of the labour market. It can last from two 
to five years and it can be used for the further education.  
The higher education is divided to the university sector and college sector. Universities give the opportunity to get 
the Bachelor degree (lasts three years), Master’s degree (lasts two years) or PhD (lasts for three years) with the 
academic background and specific knowledge. The college sector offers professional orientation – students get the 
professional Bachelor after graduation (Danish Agency for Universities and Internationalisation, 2011).  
The structure of the educational system in Lithuania is illustrated in the figure in the end of this Appendix. 
Vocational education 
In Denmark, the qualifications gained during the vocational education allow direct entry into the labour market as 
it provides “young people with professional, personal and general qualifications in demand on the labour market” 
(Cort, 2002). The main purpose of the vocational education is to “motivate young people to complete a programme 
of training that can qualify them for employment and at the same time, accommodate the needs of the labour 
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market” (Ministry of Children and Education). To enter the vocational education, a student must have completed 
the compulsory education. The programme of VET includes basic and main courses which both last from one and a 
half year to five years. To graduate the vocation school, a student must have a training agreement with the 
approved company which would give the necessary training (Ministry of Children and Education). Graduates are 
able to enter specific jobs within different trades but have only limited access to education programmes at tertiary 
level (Cort, 2002). 
Higher education 
Higher education in Denmark may be acquired at universities and colleges.  
Colleges offer the professional higher education and usually consist of the theoretical and practical studies. Studies 
are divided into short-cycle or medium-cycle professional higher education. Short-cycle education (Academy 
Profession degree) takes two to 2¼ years and prepares the students to perform practical and vocational tasks on 
an analytical basis. Medium-cycle education is awarded with Professional bachelor’s degree after the three to 4½ 
years of studies and it corresponds to the university Bachelor’s degree with the focus on the professional practice. 
Most programmes give the opportunity to continue studies in specific Master programmes.  
Universities provide three level degrees. The first level (undergraduate programme) gives the Bachelor’s degree 
after earning 180 ECTS points and gives the possibility to continue at Master’s programmes. The degree is 
achieved after the success in the Bachelor project. The second level (graduate programme) usually takes two years 
(or 120 ECTS points) with exceptions in medicine and veterinary medicine. Master’s studies must be completed 
with the Master’s thesis. The third level degrees are divided into two levels: PhD, which lasts for three years (180 
ECTS points) and must be completed with the dissertation or Doctoral degree, which takes five to eight years of the 
research and final public defence of dissertation (Danish Agency for Universities and Internationalisation, 2011). 
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Appendix IV. Labour force characteristics of the native- and foreign-born populations 
Labour force characteristics of the native- and foreign-born populations aged 15-64, selected OECD countries, 
2005/2004 average 
Source: European Community Labour Force Survey, except for Australia (Survey of Education and Work), Canada (Survey of 
Labour and Income Dynamics) and the United States (Current Population Survey March Supplement). Data refer to 2002 for 
Canada and to 2003 for the United States. In OECD (2007): “Jobs for Immigrants. Volume 1: Labour market integration in 
Australia, Denmark, Germany and Sweden”, Organisation for Economic Co-operation and Development, p. 127
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Appendix V. Frequency tables 
 
a) Country of origin 
Where do you come from? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Lithuania 87 47,8 47,8 47,8 
Poland 95 52,2 52,2 100,0 
Total 182 100,0 100,0  
 
b) Gender 
What is your gender? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Female 126 69,2 69,2 69,2 
Male 56 30,8 30,8 100,0 
Total 182 100,0 100,0  
 
c) Age 
What is your age? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Below 20 3 1,6 1,6 1,6 
20 - 25 63 34,6 34,6 36,3 
26 - 30 63 34,6 34,6 70,9 
31 - 35 32 17,6 17,6 88,5 
36 - 40 13 7,1 7,1 95,6 
Over 40 8 4,4 4,4 100,0 
Total 182 100,0 100,0  
 
d) Time of arrival to Denmark 
When did you come to Denmark? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
 4 2,2 2,2 2,2 
 6 3,3 3,3 5,5 
 20 11,0 11,0 16,6 
 114 62,6 63,0 79,6 
 37 20,3 20,4 100,0 
Total 181 99,5 100,0  
Missing ,00 1 ,5   
Total 182 100,0   
 
e) Region of work in Denmark 
In which region of Denmark do you work? 
 Responses Percent of Cases 
N Percent 
Region of work in DK 
Hovedstaden 103 55,1% 56,6% 
Midtjylland 26 13,9% 14,3% 
Nordjylland 10 5,3% 5,5% 
Syddanmark 19 10,2% 10,4% 
Sjælland 29 15,5% 15,9% 
Total 187 100,0% 102,7% 
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f) Type of employment 
Are you employed permanently or temporarily? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Permanent 129 70,9 70,9 70,9 
Temporal 53 29,1 29,1 100,0 
Total 182 100,0 100,0  
 
g) Employment status 
 What is your current employment status? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Full time 89 48,9 48,9 48,9 
Part time 27 14,8 14,8 63,7 
Student job 36 19,8 19,8 83,5 
Other 30 16,5 16,5 100,0 
Total 182 100,0 100,0  
 
h) The reason for a part time job. 
If you have a part time job, what is the reason? 
 Responses Percent of Cases 
N Percent 
The reason for 
having a part time 
joba 
You are still studying 37 41,1% 45,7% 
You do not have time to work full time 11 12,2% 13,6% 
You were not able to find a full time job 19 21,1% 23,5% 
Other 23 25,6% 28,4% 
Total 90 100,0% 111,1% 
a. Dichotomy group tabulated at value 1. 
 
i) Completed educational institution 
Which educational institutions have you attended? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
High school 31 17,0 17,0 17,0 
Vocational school 31 17,0 17,0 34,1 
College 21 11,5 11,5 45,6 
University 96 52,7 52,7 98,4 
Other 3 1,6 1,6 100,0 
Total 182 100,0 100,0  
 
j) Educational level 
If you have higher education, what is your educational level? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Professional Diploma 31 17,0 20,9 20,9 
Bachelor 50 27,5 33,8 54,7 
Master 44 24,2 29,7 84,5 
PhD 2 1,1 1,4 85,8 
Other 21 11,5 14,2 100,0 
Total 148 81,3 100,0  
Missing ,00 34 18,7   
Total 182 100,0   
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k) Requirements of employer to get a job 
What were the requirements to get the job? 
 Responses Percent of Cases 
N Percent 
The requirements 
to get the job.a 
To akcept lower position 18 28,6% 37,5% 
To accepts lower wage 16 25,4% 33,3% 
To take extra courses/trainings 16 25,4% 33,3% 
Other 13 20,6% 27,1% 
Total 63 100,0% 131,2% 
a. Dichotomy group tabulated at value 1. 
 
l) Satisfaction with the job 
Please, rank how satisfied you are with your job? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Completely satisfied 34 18,7 18,7 18,7 
Very satisfied 52 28,6 28,6 47,3 
Moderately satisfied 61 33,5 33,5 80,8 
Slightly satisfied 25 13,7 13,7 94,5 
Not at all satisfied 10 5,5 5,5 100,0 
Total 182 100,0 100,0  
 
m) Satisfaction with the salary 
How satisfied are you with your salary? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Completely satisfied 22 12,1 12,1 12,1 
Very satisfied 54 29,7 29,7 41,8 
Moderately satisfied 86 47,3 47,3 89,0 
Slightly satisfied 14 7,7 7,7 96,7 
Not at all satisfied 6 3,3 3,3 100,0 
Total 182 100,0 100,0  
 
n) Ranking working conditions 
Please, rank your working conditions (salary, breaks, rights and entitlements, health and safety etc). 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Excellent 25 13,7 13,7 13,7 
Very good 61 33,5 33,5 47,3 
Good 59 32,4 32,4 79,7 
Fair 26 14,3 14,3 94,0 
Poor 11 6,0 6,0 100,0 
Total 182 100,0 100,0  
 
o) Relevance of the respondents education to their job. 
Do you think that your education is relevant to your current job? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Yes 56 30,8 30,8 30,8 
No 126 69,2 69,2 100,0 
Total 182 100,0 100,0  
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p) Opportunity for the use of knowledge and qualifications at work. 
Do you have the opportunity to use your knowledge and qualifications at your current work? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Yes 43 23,6 23,6 23,6 
Partly 57 31,3 31,3 54,9 
No 82 45,1 45,1 100,0 
Total 182 100,0 100,0  
 
q) Problems in getting education/qualifications accepted by the employer 
Have you had problems to get your education/qualifications accepted/recognized by the employer? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Yes 11 6,0 6,0 6,0 
No 92 50,5 50,5 56,6 
It didn't matter 79 43,4 43,4 100,0 
Total 182 100,0 100,0  
 
r) Do the respondents have non Danish colleagues at work. 
Do you have non-Danish colleagues in your workplace? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Yes 146 80,2 80,2 80,2 
No 36 19,8 19,8 100,0 
Total 182 100,0 100,0  
 
s) The attitude of Danish colleagues towards respondents and other immigrants at work 
How would you rank the attitude of your Danish colleagues towards you and other immigrants at your workplace? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
,00 8 4,4 4,4 4,4 
Excellent 33 18,1 18,1 22,5 
Very good 41 22,5 22,5 45,1 
Good 66 36,3 36,3 81,3 
Fair 29 15,9 15,9 97,3 
Poor 5 2,7 2,7 100,0 
Total 182 100,0 100,0  
t) The attitude of Danish employers towards towards the respondents. 
How would you rank your Danish employer’s attitude towards you and other immigrants at your workplace? 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Excellent 41 22,5 22,5 22,5 
Very good 43 23,6 23,6 46,2 
Good 57 31,3 31,3 77,5 
Fair 24 13,2 13,2 90,7 
Poor 9 4,9 4,9 95,6 
The employer is not 
Danish 
8 4,4 4,4 100,0 
Total 182 100,0 100,0  
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Appendix VI. Respondents’ attained education and their work experience 
R
e
sp
o
n
d
e
n
t 
N
u
m
b
e
r 
Which educational 
institutions have you 
attended? 
If you have higher 
education, what is 
your educational 
level? 
What is the subject 
you have your degree 
in? 
What job(s) did you 
have in your home 
country? 
What was your first job 
in Denmark? 
What is your current job 
in Denmark? 
1 University Master Economics and 
Business 
Administration 
None Social media marketing 
internship 
Internship 
2 University Bachelor Business 
Administration 
None Cleanings Cleanings 
3 High school   None Tare sorting Post packages department 
4 University Bachelor  None Babysitter None 
5 University Bachelor Cultural encounters 
and communication 
Waitress Cleanings Helping for the disabled 
people 
6 University Bachelor Political Science Seller, Postman Au-pair Cleaning 
7 High school   None Cleanings Teacher in the 
kindergarten 
8 Vocational school Professional Diploma Management Assistant 
of Trade Company 
None Room service Room service 
9 University   Administrator Vikar Vikar 
10 High school   Manager Pizza baker IT administrator 
11 Vocational school Professional Diploma Marketing and Sales 
Management 
Construction, 
Management 
Food Delivery Arla Foods Distribution 
A/S 
12 High school   None Babysitter Baybisitter 
13 High school   Sales Manager Newspapers and 
advertisements delivery 
Newspapers and 
advertisements delivery 
14 High school    Seller and Food maker Agriculture Agriculture 
15 University Bachelor Finance and Banking Accountant Cleaning Housewife 
16 University Bachelor Construction 
Engineering 
None Cleaning Cleanings 
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17 High school   None House keeping House keeping 
18 College College Diploma Administration of 
Institutions and 
Enterprises 
Various Cleaning Casino 
19 Vocational school Professional Diploma Construction  Construction, 
Management 
Construction Constructions 
20 University Bachelor Global Business 
Informatics 
None Cleaning Self employed 
21 University Master Master in Economics 
and Bachelor in 
management and 
business 
administration 
Study Coordinator Cleaning Cleanings 
22 University Bachelor  None Vikar Vikar 
23 College College Diploma Pedagogy Seller, Waitress, 
Kindergarten Teacher 
Piggery None 
24 College College Diploma Law Customer Service Cleaning Cleanings 
25 University Master Economics and 
Management 
Bank Manager Manager 
26 University Bachelor  Logistics Shop Assistant Shop Assistant 
27 College College Diploma Service management None Seller Own company 
28 University Bachelor Public Administration Waitress and 
Administrator 
Cleaning Cleanings 
29 University Bachelor Management and 
Business 
Administration 
Marketing manager Storage worker Logistics 
30 University Bachelor Ebroidery Design and 
Technology 
Various Room service Room service 
31 Vocational school Professional Diploma Waitress - Bartender, 
Higher Service 
Administrator of 
restaurant 
Room service Cleaning assistant 
32 Academy Bachelor Technology None Piggery Farm of the minks 
33 University Master Economics Administrator Room service Storage worker 
34 College College Diploma  Cashier Hotel In the hotel 
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35 University Bachelor Bioengineering Not relevant to education Cleaning Cleaning 
36 University Master  None Fish Factory The owner of the cafe 
37 Vocational school Professional Diploma Car body mechanic Car body mechanic Concrete products factory Concrete products factory 
38 High school   Project Leader Newspapers delivery Vikar 
39 University Master Psychology of Law Psychologist Pedagogue assistant in the 
kindergarten 
Teacher in the 
kindergarten 
40 College College Diploma Tourism 
Administration 
None Cleaning Cleaning 
41 University PhD Business 
Administration 
None Trainee in the company Project manager 
42 University Master Economics None Hard physical work in the 
company selling the 
granite and monuments 
Office coordinator in Bella 
Sky hotel 
43 University Bachelor Law and Management Juridical In farm Cleaning 
44 University Bachelor Management Babysitter Aupair Social care 
45 University Bachelor Informatics Programming Programming Programming 
46 University Bachelor Computer Science Programming Programming Programming 
47 University PhD Informatics Various Testing Translator 
48 School of agriculture Professional Diploma Hidrotechniko Bartender and Waitress Bartender Seurity 
49 College College Diploma Tourism and Hotel 
Administration 
Driver Work in greenhouse with 
cucumbers 
Packing of vegetables 
50 University Master Informatics 
Engineering 
Testing Specialist Packing Cleaning 
51 University Bachelor Business Management 
and Administration 
Seller The storage of the clothes 
shop 
The storage of the clothes 
shop and cleaning 
52 Vocational school Professional Diploma  None Sweeping the streets Sweeping the streets 
53 College College Diploma Marketing  None Waitress None 
54 Vocational school Professional Diploma Sewing Sewer and Seller Glass tare factory Glass tare factory 
55 High school   IT Technician Shop assistant in 7-11 Shop assistant in 7-11 
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56 University Master Law None Cleaning Lawyer 
57 High school   Hairdresser Green house with flowers Farm of the minks 
58 University Master Social Work Senior Specialist in the 
Municipality 
Bartender Working with the disabled 
people 
59 Academy Bachelor Service Management, 
Tourism 
Hotel administrator, Head 
of the Sales  
Cleaning In the Copenhagen 
Airport 
60 University Bachelor Biochemistry Administrator, trainee in 
the laboratory 
Cleaning Au-pair 
61 Vocational school Professional Diploma Chef - Waitress Waitress Waitress Leader of the restaurant 
62 University Master Law Administrator Room service None 
63 Vocational school Professional Diploma Chef - Waitress Chef Au-pair Chef and waitress 
64 High school   None Work at the cloakroom in 
the night club 
Bartender 
65 University Bachelor Economics None Housekeeper in the hotel Housekeeper in the hotel 
66 University Master Engineering 
managment 
IT Specialist Vikar Entrepreneur 
67 University Bachelor Business 
Administration and 
Service Management 
None Work at the hotel In the restaurant 
68 College College Diploma Accounting Waitress Worker assistant Worker assistant 
69 Vocational school Professional Diploma Sale Seller Cleaning assistant Room service 
70 Vocational school Professional Diploma Painting and 
Decorations 
Seller and Builder Construction Constructions 
71 Vocational school   None Various Various 
72 High school   Manager Cleaning Cleaning 
73 University Bachelor Accounting Accountant In the greenhouse Greenhouse 
74 Vocational school Professional Diploma Sewing and Modeling Chef Au-pair Chef and waitress 
75 High school   Loans Manager Room service Room service 
76 University Master Light Industry 
Engineering 
Accountant Cleaning Office  
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77 College College Diploma Law None Cleaning Worker in the canteen 
78 University Bachelor International 
Economics 
Reparation of printers, its 
service 
Construction Administrator of the 
storage 
79 University Bachelor Economics Manager Cleaning Stage worker 
80 University Bachelor Audiovisual Arts Photographer and Video 
Operator 
Room service None 
81 University Bachelor Business 
Administration 
Telecommunication Work in the hotel Consultant 
82 University Bachelor Management of 
Information Systems 
Data analyst 
Waitress - Bar tender 
Cleaning Cleaning 
83 University Master Economics and 
Business 
Administration 
None Newspaper delivery Unemployed 
84 University Bachelor IT and Communication None Newspapers delivery Working as a data mining 
assistant in an IT 
company. 
85 College College Diploma International Sales and 
Marketing Management 
None House Keeping in a Hotel Own and run a company 
86 University (High school buvo) Bachelor Education Teacher, Creating text 
books 
Waitress Waitress 
87 University Master Business management, 
marketing 
None Cleaning Cleaning 
88 University Master Global Studies Sales assistant in a cloth 
shop (part time student 
job) 
Maid in a hotel, cleaning Polish Teacher (free 
lancer/part time job)  
89 University Bachelor  None Online supermarket Online supermarket 
90 College College Diploma International Sales and 
Marketing 
Distributing 
leaflets/brochures 
Waitress Marketing assistant 
91 University Master Computer science Software developer Software developer Software developer 
92 College College Diploma  Database specialist, 
waitress, privat assistent 
Housekeeping in a hotel Wardrobe girl in the night 
club 
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93 University Bachelor Logistics Photographer Waitress Waitress 
94 University Master Social Psychology Study internship, shop 
assistant in clothes shop 
Blue-collar worker, 
Garden farm worker 
Own business/self-
employed 
95 University Bachelor International Sales and 
Marketing 
none Cleaning none 
96 University Bachelor The Language of 
Business English 
Study internship, shop 
assistant in Tesco. 
Waitress Community Manager in 
MovieStarPlanet (Online 
game industry) 
97 University Master Economics and 
Business 
Administration 
Babysitter Babysitter; Substitute 
teacher in the primary 
school, DR1, Financial 
Services Authority, DONG 
Energy 
Market Development 
Specialist for DONG 
Energy 
98 University Bachelor International Sales and 
Marketing Management 
none Waitress Waitress 
99 Vocational school  Professional Diploma  Construction workers Paperboy Paperboy 
100 University Bachelor Political Science none Cleaning Cleaning 
101 University Bachelor Nursing Nurse Nurse Nurse 
102 University Master Pedagogy Production worker;  
housemaster 
Production worker Production worker 
103 Vocational school  Professional Diploma  Shop assistant/cashier Cleaning Cashier/shop assistant 
104 University Master Pedagogy: Speech 
Therapy 
Financial adviser; 
Consultant call center 
Cleaning in a hotel Student assistant in a 
kindergarten 
105 University Bachelor Marketing Management none Sawmill woker Sawmill worker 
106 Vocational school  Professional Diploma  Mechanical engineer Paperboy Warehouse 
107 University Master Nursing Nurse; Health care centre 
director 
Nurse Nurse 
108 University Master Institute for Agriculture 
and Environment: 
Landscape architecture 
Garden designer Work on the spruce 
plantation; cleaning 
Production worker 
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109 University Master Law Clerical work; Insurer Cook in the restaurant Institution for old and 
disabled people 
110 High school   none Painter Cleaning in school 
111 University Bachelor Cosmetology Cosmetician; Consultant 
in call center; Shop 
assistant in beauty supplu 
sture and clothes shop 
Production worker Cleaning 
112 High school   none Paperboy None, maternity leave 
(Completed Danish school 
as a social-health assistant 
and looking for a job in 
this field) 
113 High school   none Call center/salesman Construction worker 
114 High school   none Paperboy none 
115 Vocational school  Professional Diploma  Cook Au pair Educator 
116 Vocational school  Professional Diploma  Blue-collar worker Blue-collar worker Blue-collar worker 
117 University Master Faculty of Mechanical 
Engineering: Machinery 
Construction 
Machine operator; Driver Window cleaner Production operator 
118 College College Diploma Cosmetology Cosmetician; Hostess; 
Shop assistant 
Cleaning none 
119 High school   Blue-collar worker Insulator Insulator 
120 Vocational school  Professional Diploma  Confectioner Confictioner Confictioner 
121 High school   Driver Courier, driver Driver 
122 High school   School day room Fish meat prosessing Fish Factory 
123 College College Diploma  Technician engineering Self-employed Electrician Electrician 
124 Vocational school  Professional Diploma  Postman Paperboy Cleaining 
125 Vocational school  Professional Diploma  Mechanic; Store-keeper 
Nordic rentals 
Brick layer; construction 
worker 
Storekeeper (Nordic - 
Rentals) 
126 University Master Polish Philology Polish teacher Cleaning Cleaning 
9. APPENDIXES 
 
124 
127 University Master Social Pedagogy: Social 
and Philosophical 
Foundations of 
Education 
Labor office, career 
counsellor 
Nursing home Nursing home 
128 University Bachelor English Philology & 
Tourism 
Teacher; Consultant in call 
center 
Warehouse worker Warehose Wolker (night 
shift) 
129 College College Diploma Engineering: Computer 
Science 
Electrician, alarm systems 
technician; Project 
Manager and Security 
Systems Manager  
Window cleaner Electrician, technician, 
alarm systems service 
worker/access control; 
work in closed circuit TV  
130 College College Diploma  Technician economy Store-keeper, provider Telt factory (Trio-Sport) flexible jobs 
131 Vocational school  Professional Diploma  Hairdresser Fish factory none 
132 University Master Social Pedagogy Waitress; Babysitter; 
Educator in old people's 
home. 
Gardener none 
133 University Bachelor English Philology Salesman; Store-keeper; 
Courier; Mechanic 
Painter Cleaning 
134 Collage College Diploma  none news-stand/kiosk keeper Web developer 
135 University Bachelor Pedagogy Dept Manager; 
Accountant Assistant 
Dishwasher Cleaning 
136 Vocational school  Professional Diploma Technician economy none Cleaning Cleaning 
137 University Master Public Administration Municipal office Cleaning Caseworker - social 
service 
138 Vocational school  Professional Diploma Technician engineering none Cook in the restaurant Cook 
139 High school   none Paperboy (Avisbud w DAO 
A/S) 
Vikar; own business; night 
worker in a supermarket 
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140 University Master - Engineer M.Sc. of Business and 
Technology (Poland); 
Engineering 
Management: M.Sc. of 
Production and 
Knowledge 
Management 
(Denmark)  
HR Assistant, Business 
Negotiations Training 
Assistant 
Waitress none 
141 University Master - Engineer Environmental 
Protection: Protection 
of Natural Resources; 
Horticulture: mining 
production 
Waitress Cleaning in private houses Warehouse 
142 High school   Waiter; Shop assistant; 
Barman 
Staircases cleaning Staircases cleaning 
143 High school   none Housekeeping Housekeeping 
144 College College Diploma Technician engineering Gastronomy Cook (Nyhaven) Cook 
145 University Master Social Pedagogy Consultant in Bank Call 
Center banku 
Cleaning Salesman; Make-up artist 
146 University Bachelor Corporate finance Sales representative; Sales 
consultant to business 
customers of mobile 
netwotk operator; 
Salesman 
Nighclub bodyguard Warehouse 
147 College College Diploma  Technician 
engineering: Hotel 
Industry 
Manager in Furniture 
Company 
Babysitter Programmer 
148 Vocational school  Professional Diploma  Waitress, Hostess Cook Housekeeping, hotelier 
149 University Master Accounting and 
Controlling 
none Waitress Accountant in a medium-
sized international firm 
with a head office in 
Copenhagen  
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150 University Master Marketing 
Management: Business 
and Technology 
Clerical work Clothes shop assistant Business analitist in a 
Danish company 
151 University Master Physiotherapy Fitness Centre Assistant to bookkeeping 
in a shop 
Junior manager in a 
financial company 
152 Vocational school  Professional Diploma  Blue-collar worker; House 
painter 
Production assistant in 
furniture factory 
none (health problems) 
153 High school   none Baker; cashier; 
information point in a 
store 
none 
154 High school   Bakery Manager Driver Driver 
155 High school   none Cleaning Cleaning 
156 University Master Music none Barman Barman  
157 High school Current student of business college none Dishwasher Waitress 
158 High school   none Au-pair Barman; house-keeping; 
supervisor 
159 University Master Sociology: Social 
Communication  
Secretary; Vocal coach Hairdresser assistant Hairdresser assistant 
160 University Master  Translator; Language 
Teacher; Technical 
support 
Call center Clerical worker 
161 Vocational school  Professional Diploma Computer Science none Paperboy IT specialist/computer 
scientist 
162 University Bachelor Pedagogy none Babysitter Educator 
163 High school   Butchery and meat 
industry  
Butchery and meat 
industry  
Butchery and meat 
industry  
164 University Master  none Barman Administrative job in a 
ligistics company 
165 High school   none Cleaning in kindergarten Cloakroom in a nightclub 
166 Vocational school  Professional Diploma  Salesman Cleaning none (student) 
167 University Master Master of Science none none  Consultant 
168 University Master Veterinary medicine Wet Cleaning Waitress 
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169 University Master Law Salesman Cleaning; dishwasher; 
paperboy 
Articled clerk 
170 Vocational school  Professional Diploma  House-keeping, Craftsman Paperboy Paperboy 
171 University Master Polish Philology Academician, University 
lecturer 
University lecturer HR Consultant 
172 University Bachelor Marketing 
Management: Product 
Management on EU 
Standards 
Own business 
(Tradesman); Call Centre; 
Hotel receptionist; Expert 
in logistics in IT company 
Cook Contract Administration 
(Saxo Bank)  
173 University Bachelor European Studies: 
International Trade 
Waitess, Barman Farmer Insurence and Finance 
Services (Allianceplus) 
174 University Master - Engineer Computer Science: 
Computer Systems 
Networking and 
Administration 
Store-keeper Paperboy none 
175 University Bachelor Cultural Studies  Hotel receptionist Cleaning Cleaning 
176 College College Diploma Technician engineering none Cleaning Cleaning 
177 Vocational school  Professional Diploma  Shop assistant, waitress, 
bartender 
Glasshouse worker Truck mechanic 
178 University Master Social pedagogy Salesman Printer's assistant Supervisor 
179 University Bachelor Management Office worker Cleaning Office 
180 University Bachelor Economy Cook Waitress Waiter 
181 University Bachelor Accounting and 
Corporate Finance 
Banking Waitress Waiter 
182 Vocational school Professional Diploma  Baker Baker Baker 
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Appendix VII A. Cross tabulations with the age and country of origin 
Age * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Age 
Below 20 
Count 0 3 3 
% within Country of origin 0,0% 3,2% 1,6% 
20 - 25 
Count 39 24 63 
% within Country of origin 44,8% 25,3% 34,6% 
26 - 30 
Count 30 33 63 
% within Country of origin 34,5% 34,7% 34,6% 
31 - 35 
Count 13 19 32 
% within Country of origin 14,9% 20,0% 17,6% 
36 - 40 
Count 3 10 13 
% within Country of origin 3,4% 10,5% 7,1% 
Over 40 
Count 2 6 8 
% within Country of origin 2,3% 6,3% 4,4% 
Total 
Count 87 95 182 
% within Country of origin 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Pearson Chi-Square 13,283a 5 ,021 
Likelihood Ratio 14,757 5 ,011 
Linear-by-Linear 
Association 
7,079 1 ,008 
N of Valid Cases 182   
a. 4 cells (33,3%) have expected count less than 5. The minimum 
expected count is 1,43. 
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Appendix VII B. Cross tabulations with the educational level and country of origin 
Educational level * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Educational level 
Professional  
Diploma 
Count 12 19 31 
% within Country of origin 17,1% 24,4% 20,9% 
Bachelor 
Count 30 20 50 
% within Country of origin 42,9% 25,6% 33,8% 
Master 
Count 14 30 44 
% within Country of origin 20,0% 38,5% 29,7% 
PhD 
Count 2 0 2 
% within Country of origin 2,9% 0,0% 1,4% 
Other 
Count 12 9 21 
% within Country of origin 17,1% 11,5% 14,2% 
Total 
Count 70 78 148 
% within Country of origin 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Pearson Chi-Square 11,428a 4 ,022 
Likelihood Ratio 12,332 4 ,015 
Linear-by-Linear 
Association 
,302 1 ,583 
N of Valid Cases 148   
a. 2 cells (20,0%) have expected count less than 5. The minimum 
expected count is ,95. 
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Appendix VII C. Cross tabulations with the social benefits, study and country of origin 
Social benefits * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Social benefits 
No 
Count 59 79 138 
% within Country of origin 67,8% 83,2% 75,8% 
Yes 
Count 28 16 44 
% within Country of origin 32,2% 16,8% 24,2% 
Total 
Count 87 95 182 
% within Country of origin 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Exact Sig. (2-
sided) 
Exact Sig. (1-
sided) 
Pearson Chi-Square 5,831a 1 ,016   
Continuity Correctionb 5,024 1 ,025   
Likelihood Ratio 5,872 1 ,015   
Fisher's Exact Test    ,024 ,012 
Linear-by-Linear 
Association 
5,799 1 ,016 
  
N of Valid Cases 182     
a. 0 cells (,0%) have expected count less than 5. The minimum expected count is 21,03. 
b. Computed only for a 2x2 table 
 
Study * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Study 
No 
Count 53 73 126 
% within Country of origin 60,9% 76,8% 69,2% 
Yes 
Count 34 22 56 
% within Country of origin 39,1% 23,2% 30,8% 
Total 
Count 87 95 182 
% within Country of origin 100,0% 100,0% 100,0% 
 
 
 
  
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Exact Sig. (2-
sided) 
Exact Sig. (1-
sided) 
Pearson Chi-Square 5,405a 1 ,020   
Continuity Correctionb 4,683 1 ,030   
Likelihood Ratio 5,428 1 ,020   
Fisher's Exact Test    ,025 ,015 
Linear-by-Linear 
Association 
5,375 1 ,020 
  
N of Valid Cases 182     
a. 0 cells (,0%) have expected count less than 5. The minimum expected count is 26,77. 
b. Computed only for a 2x2 table 
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Appendix VII D. Cross tabulations with the employment status and country of origin 
Employment status * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Employment status 
Full time 
Count 39 50 89 
% within Country of origin 44,8% 52,6% 48,9% 
Part time 
Count 15 12 27 
% within Country of origin 17,2% 12,6% 14,8% 
Student job 
Count 25 11 36 
% within Country of origin 28,7% 11,6% 19,8% 
Other 
Count 8 22 30 
% within Country of origin 9,2% 23,2% 16,5% 
Total 
Count 87 95 182 
% within Country of origin 100,0% 100,0% 100,0% 
 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Pearson Chi-Square 13,345a 3 ,004 
Likelihood Ratio 13,730 3 ,003 
Linear-by-Linear 
Association 
,030 1 ,864 
N of Valid Cases 182   
a. 0 cells (,0%) have expected count less than 5. The minimum 
expected count is 12,91. 
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Appendix VII E. Cross tabulations with the experience of discrimination and country of 
origin 
Have the respondents felt discriminated at the workplace? * Country of origin Cross tabulation 
 Country of origin Total 
Lithuania Poland 
Have the respondents felt 
discriminated at the workplace? 
Yes 
Count 20 35 55 
% within Country of origin 23,0% 36,8% 30,2% 
No 
Count 67 60 127 
% within Country of origin 77,0% 63,2% 69,8% 
Total 
Count 87 95 182 
% within Country of origin 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Exact Sig. (2-
sided) 
Exact Sig. (1-
sided) 
Pearson Chi-Square 4,133a 1 ,042   
Continuity Correctionb 3,502 1 ,061   
Likelihood Ratio 4,177 1 ,041   
Fisher's Exact Test    ,053 ,030 
Linear-by-Linear 
Association 
4,110 1 ,043 
  
N of Valid Cases 182     
a. 0 cells (,0%) have expected count less than 5. The minimum expected count is 26,29. 
b. Computed only for a 2x2 table 
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Appendix VIII. Answers to the open-ended questions 
a) Comments to the question: Please, rank how satisfied you are with your job.  
“low chances that I will be hired where I do my internship now.” 
“low salaries in relation to tasks and responsibilities.” 
“You have to make your living” 
“A little opportunity for bonuses and for being promoted neither for higher position nor for getting 
higher salary.” 
“Working conditions are better for Danish employees.” 
“I am the only Polish among employees and I do not feel treated worse than others in the workplace.” 
“No opportunities for skills development and qualifications upgrade.” 
“I have to work to make my family’s living.“ 
“Generally, my work is alright, however, with reference to the salary, well of course it is paid on time, but 
not everything is fine with getting my overwork time and nigh shifts paid.” 
“The employer did not want to hire me because it required additional training and thereby extra costs. 
He assumed that as a foreigner I will leave the country anyway so it does not pay off to invest in me.” 
“I have a job which is related to my qualifications because I got a chance to keep the position that I got as 
a student assistant during my studies. So my current job is a continuation of my internship that 
resulted in promotion.” 
“The job is nice and well paid. Though in Poland I would not consider to be a teacher as the conditions 
and perception of such a job is much worse.” 
“I am satisfied only because I work relatively little and I get enough income for living.” 
“The colleagues received me well.” 
“A very low salary and low working hours.” 
“Good environment in the workplace, wonderful colleagues, the salary is fine. However, the job is not 
related to my education, so with a hope I am looking for another job.” 
“I am not satisfied, though at the same time I do not do anything to change it - I am afraid of changes and 
all trainings at new job.” 
“I would like to work in the company with at least a few specialists.” 
“As I do not know Danish well, I have to accept this kind of job. However, I am learning Danish so I hope 
to have a higher chance to get a better job related to my education.  “ 
“I would like to have a job related to my studies.” 
 
b) Comments to the question: How important for you is to have a job that is related to your 
qualifications and educational background?  
“It is possible to find a job no matter if it is in Denmark or in Poland and everyone who makes effort to 
find it is able to do it.” 
“I do not want to waste my qualifications, time and effort I spent to attain my education and skills.” 
“Long and hard studies made me feel self-esteem that I deserve a responsible and decent work.: 
“I have my own aspirations and I seek a productive job which delivers a fair income, security in the 
workplace as well as better prospects for personal development and social integration, and equality 
of opportunity and treatment for all employees regardless of their nationality, gender etc.” 
“I think my qualifications are very beneficial for Danish companies I work for.” 
“You can get a higher salary even though you occupy low-level position.” 
“It is not very important whether there is a match between my education and a job because I earn good 
money even though my job position is below my educational level.” 
“It is my primary target to find a job related to my qualifications.” 
“It does not really matter because my education turned out to be not exactly what I really like as it does 
not reflect my interests.” 
“I have to learn Danish language to get a better job.”  
“As a humanist I have a much bigger spectrum of possibilities to look for work. On the one hand it is 
believed that humanist don't have precise qualifications for a specific job, but on the other hand, as I 
believe I am much more flexible, and I can do different things.” 
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“Currently I am going to look for a job not only in Denmark or Poland but in the whole Europe. The most 
important thing for me now is to look for a job that would give me opportunities to learn and gain 
experience. Wage is less important for me.  I also did a lot of internships to get experience for my 
future dream job.”  
“The core thing is that I would like the job and I would feel good working.” 
 
c) Comments to the question: How satisfied are you with your salary? / If you are not satisfied 
with your salary, what is the main reason? 
“It could always be better but I need to make my leaving.” 
“I am unsatisfied because I work 12 hours 7 days a week and I earn much less than Danish who work up 
to 37 hours.” 
“I have twice as much work as Danish and get lower salary.” 
“I earn 100,75 DKK per hour and this is even less than minimum wage.”  
“I think salaries are very high comparing to what I could earn in my home country.”  
“It is enough for my living and everyday needs. It would be more difficult to earn enough money to cover 
all necessary costs, it I had the same position in my home country.” 
“I was refused to get higher salary because I had no previous experience in similar job position” 
“I earn less than my colleagues even though I have the same job and have to work more and have more 
responsibilities and duties to carry out in order to get the same salary although I occupy the same job 
position. 
“No bonuses, no promotion, my wage per hour correspond to unemployment benefit.” 
“I was refused to work full time.”  
“I work part time as a marketing assistant for salary little bit higher than the minimal, so it could have 
been better. I believe it will get pay rise after getting Master's diploma, or after implementing crucial 
projects.” 
“I get lower salary because I did not attain IT education as my colleagues.”  
“After asking for pay rise, I was told that there are many Poles who would accept this job position under 
the same conditions so the employer does not have to increase my salary to keep me at work.”  
“I think that after 2004 when Poland joint EU the problem is no longer weak working conditions, or 
working illegally but rather that it is harder for Poles to get promoted for better jobs. They are 
considered to be excellent workers, but they rarely get a promotion.” 
“Because I get too little hours to work - I would like to work more, but my employers don't let, they let 
me to work only 7 hours, the weekends are free, so after all taxes there is almost nothing left.” 
“Because you never know what salary you will get; will you get it for as many hours as you worked and 
etc.” 
“I always would like to get more.” 
“Just partly because if I had a job related to my education, I would get a salary higher by at least 40%.” 
“I get the same hourly salary as I got as a cleaner though my current job is much more responsible and 
requiring specific knowledge.” 
“I would like to work more often.” 
“The same position in other companies is better paid.” 
 
d) Comments to the question: Please, rank your working conditions (salary, breaks, rights and 
entitlements, health and safety etc).  
“Hard physical work in unfavourable working conditions, for example no heating in the warehouse in the 
winter.” 
“The employer does not set great store by employees’ working conditions.”  
“The employer does not pay so much attention to work safety when it comes about money and time.” 
“It depends on a kind of job. I am satisfied with my working conditions, especially working hours and 
safety at workplace.” 
“Big Danish companies always guarantee satisfactory and excellent working conditions.” 
“The employer takes care only about paying salaries on time because he is aware of consequences of 
delay. Other working conditions do not really matter.” 
“Night shifts in difficult weather conditions.” 
“The employers are manipulating our working rights and work environment.” 
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“Unreasonable workload.” 
 
e) Comments to the question: Do you agree that you get the same working conditions as Danish 
colleagues?  
“Inequality results from the language barriers, for example poor communication with immigrants. Not 
everything is explained to immigrant workers.” 
“Immigrants work faster and are more efficient than Danish workers, however they are more likely to be 
fired if it happens that the employer has to fire any employees due to some reasons.” 
“Immigrants work overtime and have more laborious tasks to carry out, and more difficult work to do 
than native workers.” 
“Working conditions are the same for Danish and immigrant workers but it has happened occasionally 
that when an immigrant turned to trade unions for help in solving some problems he experienced at 
the workplace, he was fired. On the contrary, Danish employee can claim his rights without fear of 
losing job.” 
“It is hardly possible to get promoted.” 
“I am the only one in the company working such kind of job so it is hard to compare, but if I worked the 
same as most of the others, I think I would not feel any discrimination. 
“Danes work in higher positions so it is normal that there are differences.” 
 
f) Comments to the question: How would you rank the attitude of your Danish colleagues 
towards you and other immigrants at your workplace?  
“Negative as I feel judged on the basis of common prejudice. Danish tend to twist the facts to stir up 
stereotypes and bias against immigrants.” 
“I often hear that I am too well educated for my job and that I work too much. I also had to break 
stereotypes such as: you can't be Polish you don't steel, your English is to good, you don't look like a 
village person.” 
“My relationship with Danish colleagues got better when I started speaking Danish.”    
“It often depends on whether immigrants are open and willing to adapt to new working environment as 
well as the way they get along and interact with their native colleagues as it all affects how they are 
treated and perceived by Danish.” 
“It is hard to say as it is a very individual matter.” 
“I don't spend many hours at work so I don't meet and communicate with all the colleagues. If there are 
some ‘colder moments’, I think it is only because we don't know each other well (that's only about 
me, I cannot tell about the other immigrants).” 
“Mostly it depends on the immigrant's personality.” 
 
g) Comments to the question: How would you rank your Danish employer’s attitude towards you 
and other immigrants at your workplace?  
“No promotion, no pay rise even though the company is developing and yielding profits.” 
“The same as to Danish colleagues”  
“The employer provides employees with good working conditions and expects the job will be done 
relatively well.” 
“I only felt discriminated in the Hostel- where I was refused a job as a receptionist even though some 
receptionists were non Danes (Western Europe) and had exactly the same qualifications as me. 
Instead I was told I was an excellent cleaner... Anyway I don't work there any more... “ 
“I have never felt any discrimination or negative attitude only because I am Lithuanian and not Dane.” 
 
h) Comments to the question: In what way have you felt discriminated? 
“My Danish colleagues have low tolerance for me. They make jokes and taunt about development 
progress in Poland and about Polish economic situation.”  
“My Danish colleagues hold me responsible for extra work whereas they take longer breaks. Besides, 
sometimes when something goes wrong and some problems occur, the employer lays claim to us, 
immigrants, at first, and later starts investigating the truth.” 
“Mobbing in my previous workplace. The employer took advantage of the fact that immigrants could not 
speak Danish so their language skills were not sufficient to communicate and understand 
unfavourable terms of contract so they could easily accept given working conditions and unfair 
salaries.”  
“Immigrants have difficulties to claim their rights as they are likely to be fired if they do not accept 
conditions set by the employer.” 
“During first 1,5 or 2 years, I had a feeling that the most tough job was assigned to me but now this 
situation does not take place any longer.”  
“While working in a warehouse I had a tough physical work and more workload than both native 
workers and those who were working permanently. An immigrant is required to do perfect job, be 
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fast, excessively precise, whereas Danish colleagues can freely take a break, send sms, work without 
hurry etc.” 
“I had an accident and broke my arm at the workplace and the employer prevented me from getting a 
compensation. After 2 years, trade unions won for me 55000 dkk of compensation and additionally 
60000 dkk for unpaid overtime.” 
“The employer did not wish I spoke Polish during a break, while any other language was acceptable.”  
“Shorter breaks.” 
“Polish stereotype in a negative sense, very rigorous treatment in the event of any problems, delay 
payment of salaries and missing money for all working hours.” 
“I did receive neither work uniform nor all the tools necessary to do a given job.” 
“Comments like: „You do not fit here”, “I do not understand why you have come to Denmark” as well as 
many jokes about Poles.” 
“Native colleagues will always make us feel that we are from another country.”  
“While working in horticulture (gardening) the immigrants were assigned tasks which were far below 
our qualifications. We had to work harder than others, we were not allowed to speak Polish because 
Danish people could not understand and they were complaining about Polish workers who were 
backbiting about them. When I got sick, I received a warning about not being present at work. Finally, 
I quitted and started working as a cleaner and regardless of a low job position, I have met with a nice 
treatment and respect from the employer who helped me start Danish language course.” 
“Due to an immigrant status, lack of Danish language skills (but advanced English) and a cleaner job 
position, I was recognized as a less intelligent person.” 
“Stereotypical jokes and offensive questions of for example, whether I had right to live and work in 
Denmark, how come Poland can be a member of European Union, what will happen if I do not get 
paid this month: if I am able to survive or maybe I will be forced to steal something. Moreover, Polish 
immigrants were told that they had come to Denmark to study for free (there is free education in 
Poland too).” 
“In the event of an argument, my opinion as well as those of other immigrants were not taken into 
consideration. We were told: “You Polish…” etc.” 
“No opportunities for personal and skills development. I was not offered any courses/training etc.”  
“Making fun of Poland.” 
“Native colleagues were teasing Polish workers saying that their qualifications do not catch up with 
Danish ones.”   
“Danish workers were not fond of Poles claiming that they take over their jobs.” 
“I had more duties and responsibilities than my colleagues although we got the same salary.”  
“It happened that sometimes I felt discriminated but I always tried to relieve tension by making people 
aware of their unfair attitude towards me. However, discrimination coming from my colleagues and 
superiors took place very rarely. It happened more often in contacts with random people who did not 
know me in person.” 
“Lower salaries.” 
“My boss spoke only Danish to me even though he knows English very well. He integrated only with 
Danish workers.” 
“I had to claim my salary as I haven’t got it on time.” 
“Ignorance.” 
“A worker with immigrant status will never be treated equally with natives.” 
“Discrimination in the equality of being promoted.” 
“Facing some stereotypes.” 
“Danish colleagues made me feel that I am worse.” 
“The feeling that I am worse because I am an immigrant.” 
“In my previous work I felt discriminated by my boss. He told me into my eyes that I must remember that 
I will never be as "high" (the position) as he is and that I need to remember that it was me who need 
to work there not him. Many times I felt him talking to me very contemptuously and without respect.” 
“In my opinion Denmark is a very tolerant country and Danish employers appreciate hard work of polish 
employees. Therefore in many workplaces polish workers are very welcome and desirable to be 
hired. However it is usually physical work. On managerial positions or in office work it is very difficult 
to get a job. Of course, language skills gives bigger chance but I think that you need to have very good 
qualifications and experience to win in the competition with Danish candidates.” 
“Though when applying for the job in the vicar company the Danish language is not necessary, it is a big 
advantage at the workplace.” 
“Long working hours and higher workload than it is stated in the contract, oppression and no respect.” 
“I feel discriminated in my job, because I don't know how and what to do, though I'm working in this job 
for four years, and this is the first year with new Danish employers. They look at the Lithuanians with 
distrust and sometimes they call us fools because we don't know how and what to do. One year ago 
we had other Danish employers who were very good people, very friendly, we didn't have to pay rent 
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for the residence and they gave more hours to work for us - we worked at least 200 hours a month, 
and the average was 240 hours.” 
“The employer sometimes started to speak Danish with me though he knew very well that I don't 
understand Danish. He wanted me to work for unpaid overtime, didn't give breaks and other various 
details.” 
“When I was working in the hotel, I heard sneer because I am forced to work there and so on, that I am 
too stupid to find a better job, that the director hates me even though I was promoted to supervisor 
position.” 
“Because of language.” 
“The language.” 
“The main discrimination arises from not knowing the language and not understanding each other.” 
“I am the only Lithuanian and everybody keeps an eye on me and checks what I am doing and how I am 
working.” 
“Salary, colleagues' comments.” 
“Extra workload, longer working hours, lower salary.” 
“Not because of nationality, but more because there is a very big difference in salary/working 
hours/responsibility between people in the same positions.” 
“Everybody had a Friday beer - I was not invited.” 
 
i) Comments to the question: Please, feel free to give some personal comments about your 
experience and any ideas about immigrants and employment in Denmark. 
“I have a good employer, however, I know some Polish nurses who were treated unfairly and 
consequently got fired after 3-6 months despite high and relevant qualifications and permanent 
employment contract. Some of them had to go back to Poland because they have experienced 
difficulties in finding a new job.” 
“Potential Danish employers are discouraged from hiring immigrants by the necessity of completing all 
the formal procedures connected with cpr nr and so forth. Therefore, immigrants find it more difficult 
to get the relevant job and become disqualified from the employment process at the very beginning.” 
“Danish are not such an open nationality as they claim. Language barrier is a big obstacle to establish 
relations with Danes.” 
“If you do not want to experience discrimination, you have to respect the country to which you move and 
the citizens with whom you have to get along with as well as be open and friendly, and adapt to new 
working environment.” 
“I am sure that if the economic situation in the Polish market was better, most of us would go back to our 
home country. We stay here only to earn money. Despite such facts that it is very difficult to live and 
work far away from the family, we have to face many barriers in the Danish labour market. For 
instance, while applying for a job no one helps us to arrange all the necessary things. We have 
experienced difficulties in tax office such as mistakes in our documentation for which nobody took 
responsibility, lack of information and guidelines in English even in Copenhagen, treating workers 
unequally in the bank, for example while opening a bank account, one signs a contract right away 
while another has to either wait weeks or find his application rejected without any reasons.” 
“I was treated equally with other workers because I was working only with Poles and our employers 
were a Polish-Danish couple. Generally, I think that it is difficult for Polish immigrants to find a job 
mostly because of language barriers. Another reason is increasing unemployment in Denmark.”   
“Sometimes I have an impression that I am treated here better that in Poland and my job position is the 
same as the one I had in Poland before.”   
“We have to show that we are fair and hard-working people to earn positive opinion because Polish 
immigrants do not have a good reputation here in Denmark.” 
“We have no opportunity to gain new experience, take additional courses or trainings in the workplace. 
We cannot use fully our qualifications that in effect, leads to a waste of our education.” 
“My cooperation with Danish goes fine. In general, I think that we are well treated as long as we have 
something to pride ourselves and we can speak Danish as it is very difficult to find yourself in the 
Danish labour market without Danish language skills. I have noticed that my Danish colleagues 
respect my long-term experience as well as my education and skills even though I acquired them in 
Poland. Moreover, the customers hear my foreign accent and can easily notice that I am not Danish 
but generally they react positively. Sometimes it happens that they make some thoughtless comments 
and ask, for example, if we Polish people still have a problem with stealing. One Danish told me even 
about how his friend was stolen a car by Poles.” 
“The biggest problem is Danish. If you plan to stay in Denmark for a longer period you have to know not 
only English but especially Danish as it makes your life in Denmark much easier and helps you to 
avoid mean comments about immigrants. Besides, no one will look at you  negatively even though 
you still have foreign accent and make mistakes.” 
“The biggest problem Polish immigrants face in the Danish labour market is lack of Danish language 
skills that often results in more or less discriminatory behaviour. English is not enough anymore.”  
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“I have experienced difficulties to be employed because I came to Denmark temporarily. Prejudice about 
Polish people were not the reason I could not find a job, however I have met with different jokes 
about Poles many times but personally I did not find them very offensive.”  
“The lower position you occupy, the more discriminated you can feel. My friends who found employment 
in highly ranked jobs which match their skills meet with respect. However, Poles who work as 
cleaners and occupy any other so-called degrading job positions are often put down and disdained, 
especially by Danish employers who pour scorn on foreigners qualifications.” 
“I have not experienced discrimination in my workplace. If you try to work good and do your job well as 
well as communicate with your colleagues and the employer and want to establish friendly 
relationships with them, there is no reason to talk about discrimination. The point is to be open and if 
you are asked for doing something and asked whether you did understand, you have to be honest and 
speak frankly if there are any problems with understanding to avoid miscommunication that Danish 
people do not like. In fact, they are very cordial and have a good sense of humour.”  
“I work as a barmaid and personally I think that working conditions I do have are hardy possible in other 
places in this kind of job position. In my previous jobs I have experienced discrimination through 
putting me down, making me feel worse and delays in getting my salary. I had to face many problems 
resulted from being an immigrant.”  
“The faster you learn to speak Danish, the better for you. Danish people love their language and do not 
respect immigrants who came to Denmark only to work. They want foreign workers to integrate and 
to adapt to their working environment.”  
“Poles are treated as a cheap labour force and they do not have a chance to be promoted and to get job 
positions similar to those occupied by Danish, unless they have education attained in Denmark.”  
“They treat us as a cheap labour force. Our opinions totally do not matter.”  
“Everything is fine until you know your place. Sometimes you have to conform but you cannot give in.” 
“I think the conditions and my experience in general was rather positive, and leaves other European 
countries behind. Of course I was working below my qualifications, but I feel it was rather because of 
my own language limitations. It's hard to expect to get every job that a Danish student can have and 
then expect other workers to speak English. However, I think that if I would decide to stay and work I 
could have probably not to find work but to keep it and to have equal rights in promotions and given 
chances. I have experienced discrimination, but as I said before it was rather through things that from 
legal perspective are hard to prove (since 2004 accession of Poland to the EU, Poles have been really 
secured in comparison to the earlier times). I also believe that most discriminatory patters I have 
faced in Denmark, I could also feel more or less in all other countries. However, bad it sounds I 
believe EU countries are far to nationalist and the feeling of being an EU community is far too weak. 
Dane will hire firstly a Dane, Pole will hire firstly a Pole, French will hire firstly a French and then only 
if there is a market demand there is place for a foreign labour force. This is especially seen in the 
crisis that surrounds us.” 
“The most useful for the immigrant in Denmark is to know at least the basics of Danish language, if you 
don't know Danish, then English language is a minimum requirement. When I was looking for a job as 
a waitress I have noticed that it is also important for Danes to know how long I have been living here 
in Denmark, and when they hear that I'm here for two years and that I have the basics of Danish, their 
attitude changed immediately to more positive (though finally I didn't get this job). When talking 
about the job related to my education, there are more chance to get a job in the international 
company, where Danish is not so essential, knowledge and qualifications determine more. According 
to discrimination and working conditions, based on my experience I believe that Danes are not 
inclined to give different conditions for the immigrants as long as they do their job well, integrate into 
the environment and are benevolent.” 
“I had Lithuanian colleagues, who were not working at all or were very lazy to work, so it was very 
strange for me when I started to work and I was trying to work as good as I could, while at the same 
time others were eating or lying. I've got the opinion that some are thinking as 15 year-old, though 
they are 25. They always complain how bad Danes are, but they don't move even a finger to make the 
situation better. So I think it is ridiculous to act like this.” 
“You must not underestimate yourself, you have to fight for yourself, and it doesn't matter if you work in 
your home country or in a foreign country. You will have it as you present yourself.” 
“I feel good in Denmark, like at home.” 
“Language.” 
“I don't think that the immigrants from Eastern Europe are discriminated more than other immigrants in 
Denmark. Simply when there is a big demand of work and much less of supply, it is much easier to 
chose the employees who speak Danish and know the culture.”  
“I think that the hardest thing for an immigrant is Danish language (if the job is not in English). But if you 
try, learn Danish language and have the required qualifications, it is possible find a job for sure. Of 
course, no one knows when I can master the language so well that I could have a job related to my 
qualifications, because communication is the essential tool in the social work. However I am now 
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satisfied with my current job and I am happy that my Danish colleagues are friendly, supporting and 
the employer appreciates the quality work.” 
“Danes do not trust the immigrants, especially Lithuanians, so it is important to show and earn a good 
name. If you do your job perfectly from the very beginning, there will be no discrimination.” 
“I can feel a bit a different attitude towards the immigrants. Though Danes are not willing to show their 
real attitude, but you can notice it. It also depends on people. As I am working at two places, in one of 
them everything is fine, in another you can notice discrimination. But I think it depends on people's 
sophistication. And only on this.  
“It depends where you are working. But it is not easy and good to work here, you have to earn the 
respect from others and you can't be ill for long time.” 
“Some of the colleagues feel to be a bit higher, wants to be a stakeholders.”
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Appendix IX. Interview transcripts 
Interview with Gaisva, 12.12.2012 (13:51) 
A&M: 
(00:03) 
Hello, thank you for… Thank you that you agreed to take part in our interview. We would 
like to ask you some questions concerning job mismatch and discrimination in the Danish 
labour market. So, I think we can start, right? So please tell us something about you and then 
how old are you. 
Gaisva: 
(00:20) 
My name is Gaisva. Mm... I’m thirty three years old. Ee... First time I came to Denmark ee… it 
was eight years ago. Ee… 
A&M: 
(00:35) 
What was the reason or what were the reasons you have come to Denmark? 
Gaisva: 
(00:39) 
The main reason was to study. Ee.. and of course to have a job. But mm… I came to study 
actually and I studied Hotels and Restaurants for the first time. So… yeah. 
A&M: 
(00:57) 
So you completed your education in Denmark? 
Gaisva: 
(00:58) 
Yes. 
A&M:  
(1:00) 
Mhm. Do you have a job right now? 
Gaisva: 
(1:03) 
Not at the moment. No. 
A&M: And for how long time have you been unemployed? 
Gaisva: 
(01:08) 
Ee… It’s going out to three years. Mm… because I was on maternity leave too. So it’s three 
years now.  
A&M: 
(01:20) 
And what kind of difficulties do you have in finding a job? Because you are looking for a job, 
right? 
Gaisva: 
(01:26) 
Of course, of course. Ee… It is quite difficult because the… we can…this unemployment rate 
is very high and it’s very difficult to find a job at the moment. Mm… because applications, 
ee… the companies ee… for the place, for example I’m looking to work, as the example is 
UNICEF. And they,  they put the announcement for the three vacant place, there’s like two 
thousand or three thousand applications and how big chances for you to get a place? It’s not 
really a big chance, it’s zero, to zero basically. So it’s not really easy to get the one I have an 
education from.  
A&M: 
(02:14) 
What kind of job are you looking for? 
Gaisva: 
(02:15) 
Because I have three educations in total, so I’m looking ee… something within my field, of 
course, which I have graduated Roskilde University, Social Science. With the. ee… line of 
marketing. So it would be perfect to work somewhere within that range ee… and ee… like 
with different projects or environmental issues or … because we wrote a lot of projects 
while I was studying. Ee… the hotel and restaurant, which I have the first education – I don’t 
really see myself there anymore because of my family situation currently. I have a small 
daughter and I have to take care of her and the timetable too for me has to fit within her. So 
… yeah, basically I have my own rules what I want [laugh], what kind of job I want and it’s 
not very easy for ee… employer to employ me, because I’m … I cannot work full time, for 
example, I cannot work on weekends if they will require, especially in the hotel branch, so… 
yeah.  
A&M: 
(03:31) 
But do you think… So do you think that the main difficulty is the situation in the labour 
market, the unemployment? Or have you faced any other problems while looking for a job? 
Gaisva: 
(03:32) 
Ee… It is difficult for everybody and ee… basically I’m not Danish, so that one is also an issue. 
When they read your name and your surname they right away know that you’re not a Dane.  
A&M: 
(04:04) 
So… Let us move further and another question is what would make you satisfied with the 
job? 
Gaisva: 
(04:15) 
Mm. Salary [laugh], normal working hours, which is from Monday to Friday, ee… yeah, 
basically that’s it.  
A&M: 
(04:27) 
Full time? 
Gaisva: 
(04:28) 
Full time, yeah. But as I say, it’s not really now for me and ee… possible to have a full time 
job.  
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A&M: 
(04:38) 
So how important is for you to have a job matching your education? 
Gaisva: 
(04:43) 
It is very important.  I wasted ten years of studying and I would like to study… to to work 
within the field I’m studied with and continue developing or … yeah, use myself, use my 
knowledge what I learned. 
A&M: 
(05:00) 
So, for example, have you … because you said you were looking for a job three years, right, 
around. So do you think you could find a job, another job that would be enough relevant to 
your education? 
Gaisva: 
(00:00) 
Yes, actually, it’s it’s ee… not so difficult to… , or even, I don’t know, to work as a cleaner or 
‘rengøring’, how in Danish people say that. But after, as I mentioned before, after studying so 
much I would not like to to be a cleaner, I want to work within my field of education. 
A&M: 
(00:23) 
Of course. What do you think the reasons are for a job mismatch in Denmark? Difficulties 
people might face in finding a job relevant to their education. 
Gaisva: 
(00:41) 
Ee… yeah. As I mentioned before, the current situation in the job market, plus could be the 
nationalities too, but you cannot just put in the brackets so much because there’s the same 
Lithuanians and the same Polish people, they they can be very good in Danish and… but… 
yeah.  
A&M: 
(01:16) 
So, you mentioned that nationality might be a problem. But so do you think that immigrant 
status has had a… no, sorry… Do you think that incident of job mismatch is more common 
for Lithuanian and Polish workers then? 
Gaisva: 
(01:21) 
Mm… Could be. I cannot really say because … Fifty – fifty, let’s say like that. Of course, there 
are people different everywhere and employers are different and their points of view are 
different, so you cannot say that oh, yeah, because I’m Polish, I don’t get a job. It’s very easy 
to blame the [laugh] nationality, but maybe it’s not that. I cannot say really that.  
A&M: 
(01:45) 
What about you, do you think that that the immigrant status has had any influence on your 
job seeking process? Like, if you’ve been personally, like, have you experienced any 
problems while looking for a job and that you could relate to the fact that you’re immigrant? 
Gaisva: 
(02:14) 
Ee… yeah, the barrier actually it is that the Danish language, I think it is, they all, the 
immigrants … 
A&M: 
(02:22) 
Do you speak Danish? 
Gaisva: 
(02:23) 
Yes, I do. Ee… most of the immigrants are facing in that process, if you wonder, even the 
cleaning job sometimes they require the Danish language, so it is difficult for immigrant to to 
to settle in in the job market.  
A&M: 
(02:45) 
So, you don’t think that it’s easier for Danes to find a relevant job? 
Gaisva: 
(02:51) 
Of course it’s easier. Because they grow up here, in the way they have, they have more 
connections, they have family it’s here and ee… it’s easier.  
A&M: 
(03:03) 
So for Lithuanian and Polish people it’s, there is much more difficulties? 
Gaisva: 
(03:06) 
Yeah, it’s it’s less, yeah, less, yeah, less chances or it’s much more difficult to them. 
A&M: 
(03:13) 
What about then, for example, working conditions? Do you think that the working 
conditions offered by the employer should be the same for, let’s say, Polish and Lithuanians, 
than for Danish, or…? 
Gaisva: 
(03:32) 
Ah…. It depends I think where you work, by… I don’t think we’re living in the …, this age 
where you feel very discriminated and the working conditions are bad. It’s not, it’s Denmark, 
it’s,  they don’t really, mhm, how to say, we’re… I I I don’t think that there’s difference on the 
working conditions 
A&M: 
(03:58) 
So have you been have you been ever treated by … I mean, how have you been treated the 
Danish employers while looking for a job? 
Gaisva: 
(04:07) 
They all are smiling, they all are smiling to you,  they’re always polite and they…, they will 
never say anything bad to your face but then you’re receiving a letter that sorry, we cannot 
offer you anything at the moment.  
A&M: 
(04:36) 
So… just to sum up. Let’s say summary question. Have you ever felt discriminated in 
Denmark? In the Danish labour market? I mean in this job seeking process and then maybe 
at your previous work or…  
Gaisva: 
(04:52) 
Mm… Of course they look at you a little bit different, the Danes. Because they think that you 
come here to to to work and earn money and you will work for any kind of salary so they 
think that you are this labour for them, mhh, who can work on the cheaper way, just and 
mm… but … I can say you can be eh… the discrimination not really, just accept it the way it is 
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and you are the foreigner in the country and that’s it, it’s triple as hard for you to get a job as 
the the the Dane or … 
A&M: 
(05:29) 
So in general, what do you think people, I mean workers from Poland and Lithuania might 
feel that they are discriminated? What might, what might make them feel to be 
discriminated? 
Gaisva: 
(05:43) 
It’s also very personal, how you look at it, you know. If, for example me, I feel, I blown off so 
many times by different, but not personally, but by letters that sorry we don’t need ee… 
anybody at the moment and mm… But I don’t feel discriminated, that’s how it is and I accept 
the way it is, I’m a foreigner here and I will always be. And if another person will feel 
discriminated, say I’m, because I’m Polish, that’s why they look at me differently, so I think 
it’s personal, it’s very… it could be psychological or or…, so it’s ee… not really, it’s ee… not 
the right …, there’s no right answer. But for me personally, I don’t feel very discriminated. 
A&M: 
(06:30) 
Ok. And then we have the last question. Do you think there is any relation between job 
mismatch and discrimination, between these two processes. Can you find any similarities 
between them?  
Gaisva: 
(06:44) 
Ehh… Yeah, as I mentioned before, the ee… everything is connected and education, for 
example, the one you have and then the job you can work ee… as ee… you cannot because 
you don’t speak the language and that’s the only technical discrimination, you can call it, but 
there is of course, there is the connection among that, because if you don’t speak the 
language, you will not get the job or… and then if … it depends how you look at it, you feel 
discriminated again or not on that, so I’m not… But I think there is a slight relation between.  
A&M: 
(07:24) 
Like, for example, do you think that, I mean, could you say that any difficulties in finding job, 
relevant job to your education, could be could indicate any discriminatory patterns? That it 
could be the reason?  
Gaisva: 
(07:46) 
Mm… not really, but as … discrimination is a very harsh word for me the way I see it, it’s and 
… there’s always a difficult, difficulty to get a job, when you are new educated, and ee… it’s 
sometimes not even the … the … the, how to say, the the the… Ah, no, yeah. Relation between 
job mismatch and discrimination, it’s slight one and … I think that’s it, I answered, what I 
wanted to say [laugh].  
A&M: 
(08:26) 
Yeah. Thank you very much. Thank you very much.  
Gaisva: 
(08:30) 
You’re welcome.  
 
Interview with Vytautas, 12.12.2012 (13:24) 
A&M: 
(00:00) 
Hello. 
Vytautas: 
(00:02) 
Hello. 
A&M: 
(00:02) 
Thank you for taking a part in our Master Thesis. 
Vytautas: 
(00:06) 
You’re welcome. 
A&M: 
(00:07) 
We’re writing about the job mismatch and discrimination in the Danish labour market and we 
would like to ask you a few questions.  And we think your is very important for us. So, first of 
all if you could introduce yourself a bit. 
Vytautas: 
(00:23) 
Yes, my name is Vytautas Raudonis. I’m twenty six years old. I came from Lithuania.  
A&M: 
(00:29) 
When did you come to Denmark? And for what reason or reasons?  
Vytautas: 
(00:34) 
Soon is gonna be seven years since I came first to Denmark and main main reason was 
studying.  
A&M: 
(00:42) 
Ok. What have you been studying?  
Vytautas: 
(00:45) 
I was studying Social Sciences in Roskilde University, with the line… And I finished … I have a 
Bachelor degree in Business Studies and International Development Studies.  
A&M: 
(00:55) 
Ok. Ee… Do you have a job currently? 
Vytautas: Yes, I do.  
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(00:59) 
A&M: 
(01:03) 
What what kind of job do you have? 
Vytautas: 
(01:06) 
I’m working in a logistics company. I’m working as a team leader in inner operations. 
A&M: 
(01:15) 
Ok. Aa…Are you satisfied with your job? 
Vytautas: 
(01:18) 
I’m very satisfied with it. 
A&M: 
(01:20) 
And what makes you satisfied? 
Vytautas: 
(01:23) 
Probably because it matches with aa education I had. And… yeah. Basically that’s it.  
A&M: 
(01:31) 
Ok. 
Vytautas: 
(01:32) 
And of course, aa probably the responsibilities I do have over there makes me feel happy 
there.  
A&M: 
(01:40) 
Ok, so you say that the main reason you’re satisfied with the job is that it’s related to your 
education. That’s important for you, right? 
Vytautas: 
(01:48) 
This is the first, first most important thing.  
A&M: 
(01:53) 
Mhm. And how did you get this job? 
Vytautas: 
(01:55) 
Aa… To be honest, it’s through the connections.  
A&M: 
(02:03) 
So please tell us briefly about the process, I mean what’s the difficult… how were you looking 
for the job, I mean… Was it difficult to get a job related to your education?  
Vytautas: 
(02:15) 
No, it’s again, it was a long process to get the profile that I’m working now. First I started as a 
warehouse assistant. And during the period I was kind of… I got like a better job there. So this 
is what a process like a slowly. 
A&M: 
(02:40) 
How long did it take for you to get a job, this job that you have now? 
Vytautas: 
(02:46) 
It took me for a four years basically. At first I had to to finish my studies and then afterwards 
my my employers could offer, could aa… offer me the position I do have now.  
A&M: 
(03:01) 
So, were there any kind of special requirements and conditions you had to fulfil to get the job? 
I mean, only to complete your studies or…  
Vytautas: 
(03:12) 
Not exactly. It’s of course it’s, it depends a lot on personality. And my position requires like 
many different things, it’s like you have to be as well like most thing, like responsibly, you 
have to act and react to a… to the situation, because it’s a pretty stressful job. So it depends 
and it’s it’s it requires many different things… 
A&M: 
(03:36) 
What about the language? 
Vytautas: 
(03:38) 
Ee… I do work in the international company. Even though the requirements is that first 
language is Danish, but aa… it’s fine with them like if I use sometimes like English.  
A&M: 
(03:52) 
Do you speak Danish? 
Vytautas: 
(03:54) 
I do, but I can’t tell that I’m talking fluently.  
A&M: 
(03:59) 
So… You’re happy because you have a job related to your education, but there are many 
people who has job mismatch, who are working, who has a job not related to their education. 
So what do you think, what problems do you think might be for that?  
Vytautas: 
(03:19) 
Oh, it’s like… It’s pretty pretty difficult question [laugh]. No, it’s… Now you’re talking about my 
situation or about others? 
A&M: 
(04:30) 
No, in general.  
Vytautas: 
(04:31) 
In general.  
A&M: 
(04:32) 
There are many people who has education, let’s say, in business or marketing or whatever, 
and they are working as cleaners. We’re talking mostly about the immigrants, I mean people 
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from Poland and Lithuania, who come to Denmark to study, to work and then even though if 
they have a higher education they face big problems to find a job related to their education. 
What do you think could be the problem?  
Vytautas: 
(05:02) 
There are many problems ee… it could be then cultural differences, as well that language 
barrier. So, these two reasons I think are pretty important when you’re looking or seeking for 
a job.  
A&M: 
(05:18) 
What do you think about nationality? Does it matter? 
Vytautas: 
(05:23) 
Probably again, it depends what company you’re working. If you’re working in the 
international company, they don’t require, like a mostly, that you have to be Danish. But 
probably if you would work like a in the Danish company, so might be that there would come 
some reasons because again like a working environment in the company is very important ad 
a… if there’s mostly Danish people in the company and might be some difficulties to to a 
person who is from whatever, from Poland, Lithuania too, get into the company. As I told, 
because it could be all that culture differences. 
A&M: 
(06:10) 
So do you think job mismatch is more common for Lithuanians and Polish people? Try to think 
about the one situation, that there is a job position, I don’t know, kind of company marketing 
or whatever, and then and then many application, there are some applications from … and 
there are like yeah… many job seekers and then applications from Danish and then from 
Poland or Lithuania workers. And then they have the similar qualifications, the same degree 
and so on. Do you think could be any differences in … to… 
Vytautas: 
(06:48) 
For my personal view points, there would be no… Because I’m working with the people and 
I’m I’m hiring as well people and when I’m, when I’m looking for a person, I don’t look at, if 
he’s a Danish or he’s a Polish or he’s Lithuanian. And I never  as well felt from my from my , I 
mean from my boss that he’s as well looking at that. If he’s a Polish, so he’s, that he doesn’t 
worth to work in this company.  
A&M: 
(07:26) 
You said that it took for you like around four years to get your current job. So do you think 
that it took you so long because of your immigrant status? 
Vytautas: 
(07:39) 
I really don’t think so. I really don’t think so. Not in my case. I really, I never felt any 
discrimination and I saw that all people are equal over there. I’m working with a many people 
from different …, like many different nationalities starting from Danish and ending people 
from Somalia, so…  
A&M: 
(08:08) 
Do you get the same working conditions and employment benefits as other employees? I 
mean, are you treated equally by your employer … in relation to other employees?  
Vytautas: 
(08:20) 
My contract doesn’t allow  me to tell, I mean, to everyone what exact conditions I do have. But 
as my company is pretty big, aa… it would be almost impossible to be treated as aa, like a 
differently than others, so as a back…, as a background we have the same conditions, everyone 
there. With minor things what is written it could be like about a salary, we’re not allowed to 
tell how much I’m earning. So in the same position person who is working here, he can have 
like a different salary.  
A&M: 
(09:05) 
Ok. And said you have never felt discriminated? 
Vytautas: 
(09:11) 
Never at my work.  
A&M: 
(09:14) 
Why do you think some people might feel discriminated? What could be the problems there? I 
mean not in your workplace, but in general, the whole. Maybe you heard about any examples? 
Vytautas: 
(09:31) 
Yeah, I have heard. I do have a colleague which is from Iran, which has a really good education, 
which has…, who has finished really good education line, but em… he is feeling discriminated 
because of his name and surname. He tells that whenever he’s applying into the company, he’s 
finished line of marketing, he thinks that because of his name and surname no one is even 
inviting him for the interview. He was working in the Emirates, where no one more or less 
cares about your name and surname and most ee… of people working there. He never had 
such problems there. 
A&M: 
(10:22) 
So we can say that he experienced discrimination because of his nationality.  
Vytautas: 
(10:27) 
He’s telling that. But as I told, I never felt that, so it’s pretty difficult to emphasise on other 
people.  
A&M: 
(10:37) 
Ok, that’s good. Yeah. So, and our last question, like in general, do you think that job mismatch 
between Lithuanian and Polish is has any relation with discrimination? 
Vytautas: 
(10:55) 
It’s again, it’s a …, you’re talking generally, yeah? 
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A&M: 
(10:57) 
Yeah. Just your opinion. 
Vytautas: 
(11:07) 
I would say that em… there could be…  mismatch and discrimination … as … 
A&M: 
(11:22) 
You think similar between these two, two concepts? 
Vytautas: 
(11:26) 
It shouldn’t be. I would say, it shouldn’t be, I mean. Because like if you are, if you finished like I 
say, line of the business studies, you’re supposed to get that work. But again, because of the 
language, because of the culture differences, it could be like as felt discriminations here in 
Denmark. And I pretty understand some companies or people who are employing foreigners, 
when when you see that a person cannot talk the native language, who is, who is might, who 
might …, I mean, yeah, probably like who cannot talk like a native language and who cannot, I 
mean, who cannot even show his abilities, because we have to be, we have to understand that 
language, native language, is really important to show and to deal your… yeah. Whatever like 
as… I mean without a language, without using a language at work, I mean, how you’re gonna 
succeed like a all the requirements they ask? 
A&M: 
(12:41) 
Yeah. So the main problem in your opinion, is the language? 
Vytautas: 
(12:45) 
It depends in what field we’re looking at. If you’re just asked, or the requirement is to lift a 
package and put somewhere, I mean, it’s basically all people can do that.  
A&M: 
(13:00) 
But if you want to have a higher position, a job related to your education, then the language is 
the…  
Vytautas: 
(13:07) 
Yeah. If if we’re talking like a, like the first language at company is Danish, it should be, it 
should be this requirement.  
A&M: 
(13:16) 
Ok. Thank you very much. I think, yeah, we are done, so thank you very much, for a 
contribution to our work.  
Vytautas: 
(13:22) 
You’re very welcome.  
 
Interview with Pawel, 12.12.2012 (20:55)  
A&M: 
(00:02) 
Good afternoon. 
Pawel: 
(00:02) 
Good afternoon. 
A&M: 
(00:05) 
Yyy… I’m happy you, we are happy you… you agree to yyy… to take part in our interview. 
We would like to… we’re gonna to… we’re gonna ask you some questions concerning job 
mismatch and discrimination in the Danish labour market. 
Pawel: 
(00:18) 
Yhm. 
A&M: 
(00:19) 
Yyy… So to begin with please tell us something about you. How old are you and… why did 
you come to Denmark? 
Pawel: 
(00:28) 
My name is Paul. I’m 30 years old yyy… I came to Denmark in May 2009, so more 3,5 years 
ago. The main reason why I came to Denmark was finding a better job that in my home 
country. 
A&M: 
(00:48) 
Yhm… What kind of job do… do… you… You are working, right? 
Pawel: 
(00:54) 
Yeah.  
A&M: 
(00:54) 
What… 
Pawel: 
(00:55) 
I’m working right now. 
A&M: 
(00:55) 
What is your job. 
Pawel: 
(00:57) 
I’m a waiter in café. 
A&M: 
(01:00) 
Yyy… What… Did you have any other jobs? 
Pawel: 
(01:05) 
Yeah. 
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A&M: 
(01:06) 
…in Denmark. 
Pawel: 
(01:06) 
Aah… yeah. Sure. Ehm… I had 2 jobs before I was in this place where I am now. I was 
working 3 years in other café as a waiter… And then 4 months I was working  in some 
warehouse… some kind of magazine where we sort the packs. 
A&M: 
(01:30) 
Yhm… So can you say that you are satisfied with your job? 
Pawel: 
(01:36) 
Right now those job which I have I’m really satisfied, I really like it. 
A&M: 
(01:42) 
What makes you satisfied with this job? 
Pawel: 
(01:45) 
In this job which I have now eh… I’m satisfied because I’m an… independent, I can make 
my own decision. The owner said that…  my decisions are important, so the independence 
is those what I liked. That wasn’t in my previous jobs. 
A&M: 
(02:10) 
Yyy… Ok… Mmm… What… Is… Yyy… Is… is your job related to your education? 
Pawel: 
(02:21) 
Yes and no because I was finish a tourism… eee… economy tourism, so I think a little bit 
job in a restaurant it has a little bit something with the tourism because you have to get a 
good contact with people and that was also what I was studying. So… fifty-fifty. 
A&M: 
(02:44) 
Yhm. Yyy… How did you get this job? 
Pawel: 
(02:50) 
You mean the last… my last job. 
A&M: 
(02:52) 
The one you have. 
Pawel: 
(02:53) 
Yeah. The my… yyy… my chef, we’d been working together 3 years ago in my first job. 
That’s how we know each other and he knows how I work and since he… When he opened 
his own business now, he just called to me with the proposition. 
A&M: 
(03:15) 
So… We can say that it’s through the connections. 
Pawel: 
(03:19) 
Well, yeah, of course. If I know… if I didn’t know him and he didn’t know me, we’ll 
probably never be in touch, never meet. So, yeah. 
A&M: 
(03:29) 
Have you experienced any… any problems, difficulties while looking for a job? This one 
you have now or… or maybe in general, you know. 
Pawel: 
(03:37) 
Oh… There was… 
A&M: 
(03:37) 
Because there was the main reason to come to Denmark to find… 
Pawel: 
(03:40) 
Sure! 
A&M: 
(03:40) 
…a good job and then have you experienced any difficulties? Maybe… 
Pawel: 
(03:44) 
Oh… Many of them, many of them because when I came to Denmark I thought there would 
[snap] just like that to find the job, there wasn’t. I was spending first 4 weeks in 
Copenhagen, printed hundred resumes every day and I ran through the all cafés, all small 
restaurants, big restaurants. (04:08) Most of the question was: ‘Do you have a CPR-
number?’ ‘No, I don’t have’ ‘When you leave… have CPR-number, please, come to us’. 
You’ve been in Denmark, you’re not gonna get CPR-number if you don’t have a job. (04:21) 
You’re not gonna start the job without CPR-number. I think this is the like wrong, crazy 
ring. And then of course like we’re talking about, what we call, connections. (04:32) My 
uncle, he’s a painter in the… café, where I started my first job. Then he asked the chef that 
he has some cousin, so he can… ‘Can he start work?’ and then… the… Thank God, the 
owner said ‘Yes’, but otherwise I don’t know if I ever find a job in the restaurant business 
without Danish language. 
A&M: 
(04:59) 
What kind of job were you looking for? I mean, what was your like main goal your… What 
kind of jobs did you want to have? 
Pawel: 
(05:06) 
Aaah… I have the… I will… aaa… My plan was here to start with… yyy… waiter jobs. And I 
thought like the big… yyy… capital like Copenhagen is like, you know, multi-language city, 
so I thought that English would be totally enough, but not here, not in Denmark. (05:28) 
It’s enough but not always enough, so here people like when you talk Danish. 
A&M: 
(05:35) 
Yhm. Yyy… Is it important for you to have a job matching your education… to have a job 
related to your education? 
Pawel: Sure. 
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(05:45) 
A&M: 
(05:45) 
…to your knowledge. 
Pawel: 
(05:46) 
Aah… In the city where I come from in Poland is like very tourism city, is like summer city 
and after summer everybody disappears so I like… I know what that’s mean to take care of 
for tourists. So… I hope in future I can work in a really like a tourism business. I mean, like 
a tourist office, so I can have a contact with people… 
A&M: 
(06:13) 
Yhm. 
Pawel: 
(06:13) 
…more than now 
A&M: 
(06:14) 
So what do you think the problem could be that you couldn’t find such a job here? 
Pawel: 
(06:18) 
Well my first problem is, I guess, I don’t know, is mine or it is Denmark’s problem but I 
think more mine that my English… my Danish, sorry, is not… not enough to be in… yyy… 
to… to get this job. And the other problem, I think, is when you have a Danish employ… 
yyy… a Danish person without work and you, let’s say, you have a Polish person without 
work. (06:45) I think… the Danish owner will always hire the Danish person. 
A&M: 
(06:50) 
Yhm. So… now bit more in general. What do you think could be the reasons for… for job 
mismatch in Denmark? I mean when you talked about people looking for a job and having 
problem… and facing problem in finding job related to their education. 
Pawel: 
(07:07) 
Well… I… I… I think most of the people who come from, let’s say, Eastern Europe: Poland, 
Czech Republic, Lithuania… eee… They all have a good quality because they all finish… 
most of them finish study and then they’re coming here… and they... they’re working like, 
let’s say, in… in some factories or warehouse and they didn’t like it. (07:33) But it’s also 
that problem is that most of them speak only, let’s say, English. Not all of them even, so… I 
think those… In this country if you don’t speak Danish, I don’t think so, the employer 
would treat you serious. 
A&M: 
(07:47) 
Yhm. 
Pawel: 
(07:47) 
They always gonna treat you like a chip employee. 
A&M: 
(07:53) 
Yhm. 
Pawel: 
(07:53) 
If you can say that. 
A&M: 
(07:54) 
So you that… that the incident of job mismatch is more commo… is more common for…, 
for example, for Lithuanians and Pole… and Polish workers? 
Pawel: 
(08:02) 
Not only of them. Yeah, but… of course. Eee… 
A&M: 
(08:07) 
Comparing, for example, to native workers. 
Pawel: 
(08:09) 
Sure, sure, sure, sure… I mean like I said. If… if the Danish yyy… owner will be have Danish 
employer and, let’s say, Polish and Lithuanian, he’s always gonna choose the Danish one. 
(08:33) I think it’s because of the language because I don’t think so they working better 
than us. We are… we are faster, we don’t talk too much, but… we don’t speak Danish. 
That’s what I’m thinking. 
A&M: 
(08:37) 
Yhm. And… What about you.. do you think that… the immigrant status has had any 
influence on your job seeking process? I mean the fact you are immigrant that you are not 
Danish. 
Pawel: 
(08:48) 
Of course. 
A&M: 
(08:48) 
In… 
Pawel: 
(08:49) 
Of course. 
A&M: 
(08:49) 
In what way? 
Pawel: 
(08:53) 
Ooh… That’s gonna be a long story. I mean, when you come here first time, the first 
question is, like I said, about CPR-number. If you don’t have, it’s always tricky like person 
from different planet. They… the… When I was working first time job in Denmark, there 
was some job offer, but if you don’t have a CPR-number, you can… can’t get them. 
A&M: What apart from a CPR-number? Any other… I mean… something.. yyy… apart from a CPR-
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(09:17) number… yym… 
Pawel: 
(09:23) 
I think… I think, I think, I think it’s also, like I said, the language… eeh… And it’s like aah… 
the Danish people like Danish persons, I mean they are like a little bit nationalist, so like I 
said, if there is two persons: one of them is Danish, the other is from Poland, they both 
don’t have a work, so the Danish owner always gonna take the Danish person. 
A&M: 
(09:49) 
Yhm. And do you think it is… so do you think it is easier to find a job related to the 
education for Danish people than for Lithuanian and Polish immigrants, for example? And 
then… let’s say the, the, the, the, there will be yym… yym… job seekers from Poland or 
Lithuania and from Denmark having similar qualifications and then applying for… for the 
same position.  
Pawel: 
(10:15) 
Then I think the Danish person will get a job. 
A&M: 
(10:18) 
Why? 
Pawel: 
(10:20) 
Again. Because when you were born here, you use fluid, fluid Danish, right? And it’s like… I 
think it’s also like a little bit mentally problem. I mean, not problem but the mentality. 
When you… when you are Danish, you know the Danish mentality and everything. So I 
think it can be new for the people from Eastern Europe, let’s say, or from the other… for all 
immigrants. So… I have a situation like that… (10:50) When there was, like I said, two 
person: one of them was Danish, the other was from immigrant country and the job was 
always for Danish person. 
A&M: 
(11:00) 
Yhm. 
Pawel: 
(11:00) 
And eeh… they always said to me like a ‘get back when you would know better Danish’. 
But I don’t think so there was only about these… something like… I don’t know how to 
explain… yyy… But it’s something like, I said about, something… eeh… like mentality. 
A&M: 
(11:17) 
Do you think that we are perceived in different way? 
Pawel: 
(11:20) 
Oh yeah, of course, of course. We are totally different that… But… eeh… We have to be like 
them if we wanna be treated like them because we are the guests in… in Denmark, right? 
A&M: 
(11:31) 
Yhm. Yyy… how have you been treated by… by Danish employer… by, by, by your 
employer and your colleagues you were working with. 
Pawel: 
(11:40) 
Sure. 
A&M: 
(11:40) 
And you are working with. 
Pawel: 
(11:42) 
Are we talking about now or generally, you know… 
A&M: 
(11:44) 
You can… I mean, you can talk about now and then your previous experience in Denmark. 
Pawel: 
(11:48) 
Ooh… there were… there was some situation that when they hear where I come from 
they’ve been like smile a little bit… and the… yyy… sometimes I have a feeling when they 
ask me about Poland is the think like a different planet. So it’s like a… they think that we 
are like a little… little people who coming here and they… they’re happy if they give us 30 
kr. per hour on black. But that’s not true. (12:17) We just wanna work like them and eeh… 
we work really hard. I’ve had many situation at work that I’ve been working with two 
Danish person. They’ve been talking all the time behind the bar and I was working by 
myself and… eeh… that was ok for them. But that wasn’t ok for me. But on the end I can 
see in the face or sometimes they even said to me ‘Don’t worry. (12:40) You come from 
Poland, so you… you know or you like work hard’ And that wasn’t so nice. 
A&M: 
(12:50) 
Yhm. And so… do you think did you get the same working conditions? You are… I mean, 
it’s still something about the treatment and attitude of your co-workers…  
Pawel: 
(13:00) 
Sure. 
A&M: 
(13:00) 
Do you have the same working conditions and do you have the same access to… to the 
benefits as other employees? 
Pawel: 
(13:06) 
Ehm… 
A&M: 
(13:06) 
If… I mean, something about equality at work. 
Pawel: 
(13:08) 
Yhm. 
A&M: …if it’s… 
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(13:08) 
Pawel: 
(13:10) 
Well, I think we do it a very good quality work and I think many many times, we are… we 
don’t have not even the same conditions but worse and that’s again because… because we 
are from Eastern Europe. No matter what you give us, we will be happy. But that’s not 
also, that’s not true. There is, there is some space between the Danish workers and the 
Eastern Europeans. (13:28) Sometimes it’s like yy… minimum wage plus some black 
money under the table and you will… ee… the Danish person will never get money under 
the table because they don’t want it. They don’t wanna agree and that’s the way it should 
be. The employer just know, if you are from… from immigrant country let’s say, you accept 
everything and they’re gonna use it too much.  
A&M: 
(14:05) 
But do you think it is… it is like that… that we accept, I mean, that they accept everything.  
Pawel: 
(14:10) 
Well, when you came first time to Denmark, right, you grabbed what, what there is and 
eee... and then… then the question is how long… when you should change this, to get... 
normal Danish standards, right, because when you… when you sit there too long, they 
always gonna treat you like that. I think like that. My person.   
A&M: 
(14:34) 
Yhm, but what about people, let’s say, who come here and then, I mean, with a high degree 
and then want to find a job that is related to their studies.  Do you think... because… is it 
easier ehm… is it easier to find a job, is it easy, in general, to find any kind of job? And then 
job in which they would like to use their qualifications?  
Pawel: 
(15:00) 
Well, I can only say about myself. I didn’t search a job in any other areas than restaurant 
business so… but… what I know, it’s like I have a twelve years experience in the cafe or 
restaurant and then again, I’ve been working with the people who didn’t work at all and 
still they’ve been treated like a little… a little bit better. (15:28) I can feel it on my skin that 
they have been treated a little bit better. And every time when I was trying to complain, 
then the boss always said: ah don’t worry, don’t worry, don’t worry yeah but how long you 
can be worried. 
A&M: 
(15:44) 
So, one of the last questions… 
Pawel: 
(15:47) 
Yhm 
A&M: 
(15:48) 
…Have you ever… can you say that you have ever felt discriminated?  
Pawel: 
(15:51) 
 Oh yeah, many times when… many times like… 
A&M: 
(15:55) 
Just give us some examples. 
Pawel: 
(15:56) 
Sure, like… there is some… there were some situations that no matter what I’ve done, then 
the boss, not the boss but the manager sometimes gave me this feeling that I’m never 
gonna be on his level like… so yhm that’s not fair because when you work it’s okay you 
should go forward with you job right and in this, in those places when I’ve been working 
there was like, no matter what you’re gonna be doing, (16:26) you’re gonna always be a 
slave, if you can call it like that, yeah. A slave with a smile but a slave so… Don’t think 
you’re gonna go too far, just work and be quiet.  
A&M: 
(16:44) 
Yhm… 
A&M: 
(16:45) 
But do you think this discrimination came because of your nationality or… 
Pawel: 
(16:47) 
I think… I think like you are, you are a good worker, you are fast but try not to think too 
much, just work okay… and if you… if you have something interesting to say, you can say 
after work but not at work because remember you always come from small, small some 
funny country and we can always fire you. There are twenty new persons from Poland 
who can take your place.   
A&M: 
(17:17) 
Yhm. But this situation… do you still experience this situation or it was like more in the 
beginning? 
Pawel: 
(17:22) 
No, it was at the beginning. Now… now like I said I like my new job because I can be 
independent. I can make decisi... I can make some decisions so now I never have so kind of 
situations. 
A&M: 
(17:39) 
Yhm, and the last question. We would like to hear about your opinion, any ideas if… what 
you think… if you think that there is any relation between job mismatch and 
discrimination? I mean, what we mean is… if yhm… have you, having been facing problems 
in finding job related… relevant job to you for example qualifications and knowledge 
might be somehow related to discrimination. If there are any similarities? 
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Pawel: 
(18:13) 
I mean, the… I think the…  
A&M: 
(18:15) 
…for example do you think… do you feel that when you look for a job, job you would like to 
have, and face some problems that you have already ee.. described, do you feel 
discriminated? 
Pawel: 
(18:27) 
Oh yes, I know… I know, I know what you mean. Sure! Sure, like I said there is something 
because… I’ve had always feeling, I can always see in some persons who told me, let’s say 
‘you don’t get this job’. I don’t think it’s an honest answer they give me. I think that most of 
the answers like I said, like… you don’t fit here but like they don’t… they never tell by the 
honest way why I don’t fit it. And I feel it why I don’t fit it… It’s like a… like I said it’s like 
a… for them I am just the immigrant. (19:06) I think like that. And there was many ways, I 
know the people who have a… you know… really good diplomas, really good studies in 
Poland and here, it’s… for them it’s like not enough and we have really good qualities from 
Poland. It’s not like, it’s just a paper from university but it is a very good university but 
here… it’s like… (19:34) it does not always give you a pass to a good work. 
A&M: 
(19:36) 
Yhm. 
Pawel: 
(19:39) 
Like, let’s say… I can bet… I can bet for big money that if you have this, the same paper 
from Copenhagen University, let’s say, it would be much easier because it’s a Danish 
university.   
A&M: 
(19:54) 
Okay… 
A&M: 
(19:55) 
But what if let’s say… if you compare immigrants from Lithuania and Poland and let’s say 
from United Kingdom, Germany? Is there… Do you think there would be any difference?  
Pawel: 
(20:08) 
I have no idea to be honest about this. I… I didn’t study in Denmark so I don’t have a such a 
big contact with some other people from those countries that you just said but I only know 
some, let’s say, Eastern European people most of them, of course, Polish because I come 
from Poland so I know some people here, (20:31) most of them have education and they 
still can’t do anything with that so… the question is what for they finished studies in 
Poland, right? If they cannot find the job in European country which is also… belong to the 
EU.   
A&M: 
(20:48) 
Yhm. Well, okay. Thank you very much, thank you for your … 
Pawel: 
(20:52) 
Thank you! 
A&M: 
(20:53) 
…thank you for your contribution to our work. 
Pawel: 
(20:54) 
Thank you very much. 
 
Interview with Martyna, 12.12.2012 (17:46)  
A&M: 
(00:01) 
Hello! 
Martyna: 
(00:02) 
Hi! 
A&M: 
(00:03) 
Thank you for taking part in our master’s thesis. We are… we really appreciate that and 
we would like to ask you some questions about job mismatch and discrimination in the 
Danish labour market. So… maybe we can start. 
Martyna: 
(00:19) 
Sure! 
A&M: 
(00:20) 
First of all I would like to ask you to introduce yourself a bit… what is your name, how old 
are you and where are you from? 
Martyna: 
(00:28) 
My name is Martyna, I’m 26 years old and I come from Poland. 
A&M: 
(00:33) 
When did you come to Denmark? 
Martyna: 
(00:36) 
It was 3,5 years ago. 
A&M: 
(00:40) 
Okay and what was the main reason or a few reasons to come here? 
Martyna: 
(00:46) 
The main reason, actually, was my boyfriend because he came here ehm and I decided to 
go after him and also yyy to find a good work maybe more paid than in Poland so… that’s 
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why. 
A&M: 
(01:02) 
Okay, do you have a job now? 
Martyna: 
(01:05) 
Yes, I do. I am a waitress in the cafe.  
A&M: 
(01:08) 
Okay, ehm em… how satisfied are you with your job? 
Martyna: 
(01:13) 
Yhm, actually it’s not… this job will never give me full satisfaction because I was educated 
in some different brand but ehm… from all these works I’ve had in Denmark since I came, 
this one is the best because it gives me more independence. Yyy, I have some influence on 
this place, how it is going and I have some responsibilities there, (01:45) so I could say it’s 
one of the best jobs I’ve had here but it will never give me a full satisfaction.  
A&M: 
(01:51) 
Okay… because it’s not really related to your education? 
Martyna: 
(01:55) 
Exactly! 
A&M: 
(01:56) 
OK, but what do you think it’s the problem for you… that you can’t get a job related to your 
education? 
Martyna: 
(02:03) 
Yyy… to be honest… I have no idea because I have applied to so many places, to so many 
companies like these transport companies… 
A&M: 
(02:15) 
What is your education?  
Martyna: 
(02:16) 
It’s in logistics and transport. So… I think that it could be Danish that I’m not so good in 
Danish…hmm maybe this is the reason because I’ve been sending thousands of 
applications and to all of them it was only one response that they have found someone 
else. (02:37) But they will never tell you the reason why you don’t fit this position so… to 
be honest I still, I don’t know what is the problem.  
A&M: 
(02:46) 
OK. But is it important for you to have a job related to your education?  
Martyna: 
(02:51) 
Ehm, yeah the thing is that since I have finished my school, my studies in Poland, I just 
tried after I came here to Denmark so I have no experience in this brand. I have never 
worked in the company in transport and logistics but I think it would give me more 
satisfaction because it’s not like physical work. (03:16) It’s more work in the office and I 
think I would better find myself in that kind of job but so far I can’t say if it’s the work of 
my dreams because I have never tried this. 
A&M: 
(03:30) 
Okay, yeah. And what kind of difficulties did you have in the process of finding a job here 
in Denmark?  
Martyna: 
(03:41) 
The difficulties? Hm, actually when I came to Denmark I had already a job… 
A&M: 
(03:47) 
 
Ah, okay. 
Martyna: 
(03:48) 
…because my boyfriend, he came a little bit before me and he found the job for me so 
when I came it was ready. (03:57) So I didn’t find any difficulties. But after some time, 
after 3 years working at that place I decided to change my job so I started to looking for 
something connected to my education or some other place but the only work I could find 
it was in production so again physical work so… (04:21) to be honest… I don’t know. The 
difficulties could be that I don’t speak Danish. (04:28) It could be the reason, maybe. 
A&M: 
(04:30) 
OK. What do you think in general, what could be possible reasons for job mismatch in 
Denmark? If we talk not only about you personally but… 
A&M: 
(04:42) 
Maybe you have heard from some friends or know some people who have had similar 
problems, I mean, they also… let’s say… finished school and then they are trying to find a 
job that would match their interests, knowledge but still they can’t because of any kind of 
reasons and then… what do you think that could be? 
Martyna: 
(05:01) 
Hm I think, but it’s only my thoughts because I don’t… I’m not sure, it could be like in 
Danish company and the… yy… the boss is, they will, I think they will always employ 
people from Denmark that have some experience, speak fluently Engli… Danish. Then 
people from foreign countries. (05:30) It’s only my thought but I think it could be that they 
always choose Danish to work in the Danish companies.  
A&M: 
(05:39) 
OK, so can you say if it’s more common, like job mismatch is more common for Lithuanian 
and Polish people? Like immigrants?  
Martyna: 
(05:49) 
Yeah, it is… yeah it’s also yeah, it’s common to Lithuanians and all these Eastern European 
countries and… but it’s also I think because there are some thoughts about people from 
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Poland and Lithuania that they are alcoholics that they drink so much that they only, they 
don’t speak yy… even English, I don’t say even about Danish. So it’s very bad yy… 
A&M: 
(06:18) 
reputation 
Martyna: 
(06:19) 
…reputation of these people. It could be also the reason that it’s more difficult for them to 
find a good work. It’s usually also the people who are coming… they don’t have school… 
A&M: 
(06:32) 
 
…Yhm… 
Martyna: 
(06:33) 
…they are just coming here to find some physical work and yy… of course there are also 
people from Eastern European countries who have studied, they have graduated 
universities and so on but the reputation of these immigrants doesn’t give the chance to 
find a good work.   
A&M: 
(06:54) 
 
Yeah, yhm. 
A&M: 
(06:55) 
And you said that you were trying quite hard, as I understood, to find a job relevant to 
your education… 
Martyna: 
(07:02) 
Yhy 
A&M: 
(7:02) 
…so do you think that your immigrant status had any influence on not finding a job? 
Martyna: 
(7:09) 
Yes, maybe… maybe could be because yy… as I said, people think about Polish, Lithuanians 
and these all other Romanians and so on not so good, that we are thieves or something 
and maybe it could be the reason. The second big reason, I’m sure it was, that I don’t speak 
Danish. (07:30) 
A&M: 
(07:30) 
Yeah, okay. And… if we are talking about your current job, how are you treated by your 
Danish employer and your colleagues? 
A&M: 
(07:42) 
Right now and maybe something about your previous experience.   
Martyna: 
(07:45) 
Yhm, so right now actually my boss is the best that I’ve had ever. He’s very good, he’s 
just… he trusts me and he says that “you can do whatever you want just I want to see the 
results of your work” so he really trusts me, he treats me very good and I don’t feel ANY 
discrimination of him, any! (08:13) So but in my previous work it wasn’t so colourful. 
There were some problems with my managers so… it was many times that I was, I felt like 
discriminated (08:30).  
A&M: 
(08:30) 
 
What can you say about your colleagues? What’s their attitude… 
Martyna: 
(8:34) 
… you know, Danish people they will never tell you into our eyes that you are Polish… 
They will always smile and everything is great and you know. I have never heard from my 
Danish colleagues that something is wrong with me because I’m not from Denmark. 
(08:54) They will always, they have always been nice to me, they were always smiling, 
talking and a lot of understanding from them that I don’t speak Danish so it was never a 
problem. But I also think it’s because of Danish mentality because they will never tell you 
into your eyes that they don’t like you, that you are not one of them or something like this. 
They could say this behind your back maybe. 
A&M: 
(09:20) 
Do you think they did that?  
Martyna: 
(09:22) 
Maybe, I will never know.  
A&M: 
(09:27) 
Oh, so do you think that do you get the same working conditions and employment benefits 
as other employees in your…?  
Martyna: 
(09:38) 
Yes, now yes. Maybe even better because I’m, let’s say in the higher position that the 
others but… (09:45) but in the previous work it wasn’t like this because when employer 
has Danish staff, they will… he will never give them money under the table, he will always 
pay all these benefits and it’s not like this with the Polish people or… (10:05) There were 
also lots of Turkish working in this company. And Polish and Turkish, they will never get 
the same benefits that Danish in this company. I mean, I’m talking about the previous 
company of course (10:19) because like I didn’t have paid for a long time feriepenge, I 
didn’t have paid for a long time yy… retirement… 
A&M: 
(10:33) 
Yeah 
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Martyna: 
(10:34) 
…this… and I usually got half of the money under the table (10:40) so I didn’t cost my 
employer so much as the Danish because if the Danish got these conditions like me, they 
would go to the… ‘związki?’ 
A&M: 
(10:54) 
Unions, the trade unions 
Martyna: 
(10:55) 
 
Yeah, unions so they could have problems. 
A&M: 
(11:00) 
Okay, so that was because of your nationality and immigrant status? 
Martyna: 
(11:04) 
Yes, because I was new in the country. I didn’t know so much about Danish law and my 
employer knew about that, he knew that he could make something different with me, like, 
he could employ me on some cheaper conditions, cheaper wage and he didn’t pay me as 
much he pays yy… to Danish colleagues. So… 
A&M: 
(11:30) 
OK. And if we talk in general, what do you think about the situation of the Lithuanian and 
Polish workers in the Danish labour market?  
Martyna: 
(11:38) 
Ehm, yhm… 
A&M: 
(11:40) 
Do you think they are treated in different way and…?  
Martyna: 
(11:43) 
Yeah, I think that usually Polish and Lithuanian workers are hired only, like mostly, for a 
physical work because we are known from our hard-working and yy… we are known that 
we are doing the most hard things and we really do our best in our work and all these 
Danish employers know about this (12:15) and yy…that’s why they hire… yy… they hire 
Polish and Lithuanian workers like yy… for buildings, like construction works or the 
hardest works so… and also for warehouse. (12:34) So I think that Polish, Lithuanians and 
all these Eastern European people who are coming to Denmark, they can find a job only 
which is very hard and Danish people… they don’t want to make it so much. 
A&M: 
(12:50) 
But why do you think… what could be the problem? Why is it so? What do you think? 
Martyna: 
(12:55) 
It’s because we don’t speak Danish. Some of us don’t speak even English and yyy... most of 
the people who are coming here have a very bad situation in our family countries. That’s 
why they are coming to another country to find any work because they need money and 
that’s why we are used by employers.  
A&M: 
(13:25) 
So… 
Martyna: 
(13:26) 
They don’t have also education in like higher levels… 
A&M: 
(13:30) 
But what about those who have education?  
Martyna: 
(13:34) 
Then they have a very hard way to find good work because as I said about the reputation.  
A&M: 
(13:43) 
Yhm, yeah that’s true. And from your experience, have you ever felt discriminated in the 
Danish labour market?   
Martyna: 
(13:50) 
Oh yeah… 
A&M: 
(13:53) 
Just give us some examples. 
Martyna: 
(13:53) 
But the thing was that my boss, my manager in my previous work, he wasn’t Danish as 
well so he was also a foreigner but anyway. There were many situations like I felt very bad 
because of the way how he treated me, like without respect, and yyy… (14:17) and I will 
never forget the sentence that he said to me… that… (14:24) “Martyna, remember you will 
never be on this position as I am. You will be always lower”. And I was like oh my God! 
Okay, it was also like the things I asked him for help and yyy… on the… in the work 
because it was busy and he was like (14:45) “No Martyna, I’m not here to work. You are 
here to work.” So it was many examples of this. That’s why I decided… 
A&M: 
(14:53) 
What about colleagues?   
Martyna: 
(14:54) 
No, I didn’t feel like this with my colleagues. (14:58) With my colleagues it was alright.   
A&M: 
(15:01) 
But you are… 
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Martyna: 
(15:02) 
But it was, it’s… yhm… When I came here I, and I got this job, I… I knew that I must show 
myself in the best way. That I’m worth… I’m worth of working there. (15:17) And, it was 
maybe my mistake, but from the beginning I was doing the hardest work, I was running all 
the time, I was working very hard to show myself in the best way and I think yy… a little 
bit yhm… too much I wanted to show them. (15:39) And then they got used to it. That’s 
why, sometimes after they knew that okay Martyna will do it because she is so good and 
we can just relax. So… it was like this. (15:55) But, maybe I could say it was my fault 
because I… (16:00) I made them get used to it that I work so good and so hard so…   
A&M: 
(16:07) 
Yeah, and our last question would be… Do you think that there is any relation between job 
mismatch and discrimination? 
Martyna: 
(16:17) 
Hm, yeah I think it can be. 
A&M: 
(16:22) 
Maybe, you’ve heard some examples of someone or…? Maybe you have experienced 
something that you didn’t get a job related to your education because of… because you felt 
discriminated? 
Martyna: 
(16:33) 
No, it’s… when you are sending applications and you get yyy a reply from the company, 
they will never give you the reason. They will never say that: no, you can’t get this work 
because you are from Poland. (16:52) You will just get the reply that now we have found 
someone else on this position so you will never know what was the real reason that you 
didn’t get it, so I can’t say that it’s because I come from Poland so I didn’t get this job. 
(17:09) Maybe, it could be but they will never say it to you. Yyy… I think that… yhm… 
(17:16) I think that it could be a connection between this mismatch and discrimination 
but it’s only about reputation (17:25) which Polish and all these Eastern European people 
have in Denmark and all around the world actually… so it could be only the connection 
maybe.   
A&M: 
(17:38) 
True… Okay, so that was it. Thank you very much. 
Martyna: 
(17:43) 
You are welcome. My pleasure.  
 
Interview with Alvydas, 12.12.2012 (18:26)  
A&M: 
(00:02) 
Good afternoon. Thank you for coming. And thank you that you want to contribute to our 
work or Thesis and that you agreed to take part in our interview. To begin with, please 
introduce yourself, tell us how old are you and then why have you come to Denmark and 
when did you come to Denmark.  
Alvydas: 
(00:24) 
Ok. So my name is Alvydas and I am almost twenty seven [laugh] and I came to Denmark 
basically because of the studies and that was quite a while ago, so… And I’m still student.  
A&M: 
(00:43) 
How long? 
Alvydas: 
(00:43) 
And still student. Ee… since 2005 or something. 
A&M: 
(00:53) 
Do you have a job? 
Alvydas: 
(00:54) 
Ee… Yes, I do. 
A&M: 
(00:55) 
What kind of job? 
Alvydas: 
(00:57) 
That’s ee… [pause] a job related to my education. Of course, not fully related, but at least from 
the same subject. And that’s XML programming, ee… so we are doing some robots, XML 
robots to gain some data from online sources. Hm, hm. 
A&M: 
(01:22) 
Mhm. So how did you get the job, this job, job which is related to your education? How did you 
get it? 
Alvydas: 
(01:27) 
That’s ee… I spent quite a lot of time looking for, while looking for a job. But ee…, of course, I 
don’t know if that’s, if I can say that, but it was because of my friends that were, was working 
in that company and ee… as many tries I gave to send in the applications myself, I couldn’t 
succeed. But suddenly I’ve got one friend working there, so… That was basically of him. Yeah, 
actually two friends, but yeah… so they gave a good word for the… 
A&M: 
(02:05) 
Of the group of friends or of…? 
Alvydas: 
(02:06) 
Yeah, yeah.  
A&M: So, but have you met with any kind of difficulties while looking for a job? In general. This one 
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(02:08) you get because of your friends, but you know, you said that you’re, it took some time to find a 
job related to your education. What kind of difficulties, problems you have faced? 
Alvydas: 
(02:23) 
Yeah, but that’s… the only difficulties, it’s because you’re not Danish, you don’t know the 
language very well, even if you can speak a bit, you can’t write and then ee… you can meet 
those problems while looking for a job. And ee… also … yeah. Basically, basically it’s ee… the 
language, I would say.  
A&M: 
(02:52) 
Mhm. And to get this job you have now, were there any requirements to get it? I mean the 
conditions you had to fulfil to be employed. 
Alvydas: 
(03:01) 
Yeah, of course … of course you have to fulfil the conditions that requires like a … background, 
you have to have a relative background in order to be able to work such kind of job, and ee… 
What was the question actually? [Laugh] 
A&M: 
(03:22) 
Conditions you have to meet. Let’s say…okay let’s say you, you hear the answer: yes, you will 
get a job, but… 
Alvydas: 
(03:30) 
Ok. No, that was, I didn’t met any conditions like this. But again, maybe that’s because I was 
employed with the help of friend. Maybe. But usually the conditions for the job ee… I would 
say that you would know the area.  
A&M: 
(03:47) 
Yeah, of course.  
Alvydas: 
(03:48) 
And maybe you would have to have some practise as well, experience.  
A&M: 
(03:53) 
Are you satisfied with your job? 
Alvydas: 
(03:56) 
Ee… ff… how you call it, when people have something, so they have, they want to have more. 
So also a job, I mean I was very satisfied at the beginning, but when time goes ee… that’s… 
makes me feel like it could be even better, you know, so. I can’t say that I’m satisfied now, but 
when I’ve got the job… 
A&M: 
(04:20) 
Why are you not satisfied now? 
Alvydas: 
(04:21) 
Yeah, that’s many things ee… that… Communication in the company maybe, employees’ 
motivation, that’s not fulfilling my requirements, what I would like to resolve.  
A&M: 
(04:34) 
What would make you then satisfied with this job? 
Alvydas: 
(04:37) 
Yeah, I would like to have maybe more free schedule or working hours, maybe they could let 
us work at home as they let my colleagues do that. And ee… and that’s quite many things, but 
those are the main maybe. A bit, maybe, I actually don’t know the salary of others, but I could 
imagine it should be a bit higher than mine, ‘cause I’m still a student, so they… usually in 
Denmark they count on it like... You can use student for a cheaper price than you would have 
an… fully educated person.   
A&M: 
(05:24) 
You say student. What about immigrants? The fact that you’re student… 
Alvydas: 
(05:29) 
Yeah, you’re student and you are Lithuanian, so that’s … 
A&M: 
(05:32) 
Exactly. And then how it matters? I mean what is, how can you explain that? 
Alvydas: 
(05:36) 
But that’s, I mean, that’s many things I think that’s, it is our … like me, Lithuanian, ee… they 
have different culture. And even somebody is stepping on your head, you’re not saying 
anything for some time, of course. So, ee… I think that …yeah… 
A&M: 
(06:01) 
I mean do you find more difficulties … I mean, for example, when you were looking for a job, 
or now at work, talking about your working conditions, anything. Do you find any differences 
between you, as… as… a… employee from Lithuania, than those, than your native colleagues? 
Alvydas: 
(06:23) 
Yeah, that’s maybe also the answer to the previous question that ee… that’s many differences, 
actually. So that’s, as I told… 
A&M: 
(06:35) 
Positive, negative? 
Alvydas: 
(06:37) 
Of course, if I would look from my point of view, it’s negative. From their point of view, I don’t 
know, maybe it’s positive. 
A&M: 
(06:43) 
Example? 
Alvydas: 
(06:44) 
Because they pay for me less, they earn more. That’s positive. Stupid Lithuanian working for 
small amount of money, you know. But ee… from my point of view it’s negative, because I 
would like to have the same working conditions as the others do, like … if you are done with 
your job, maybe you could leave earlier or not get another assignment. Things like that. Or if 
the whole company is going for the trip to Greece just to entertain themselves, so why they 
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are not inviting students? 
A&M: 
(07:21) 
You, have you experienced that? 
Alvydas: 
(07:23) 
Yeah, yeah, yeah. So, I mean that’s many things, even small things, but in a period of time it 
comes to one big ball. 
A&M: 
(07:35) 
And then do you think… you managed to find the job that is related to your education and as 
you said, it is important for you. But as you said, it took some time to get a job. And you had 
many unsuccessful tries because it was difficult process, right? And do you think that 
immigrant status… that it has had any influence on your job seeking process? The reason why 
you couldn’t find a job? 
Alvydas: 
(08:09) 
Ee… That’s maybe not only reason why, but I would say that’s one of the reasons that ee… 
helped me not finding a job, in that case.  
A&M: 
(08:22) 
Could you explain somehow? 
Alvydas: 
(08:24) 
That’s … again, no, I mean you can’t speak Danish very well, you go in, you are, you you eh… 
they make you feel as, that you are an immigrant. It’s just… they are nice, they are smiling: we 
will write you back or we will call you, but that’s the end of discussion, I mean. 
A&M: 
(08:47) 
What if you were not Lithuanian but some immigrant from another country? 
Alvydas: 
(08:53) 
Let’s say I would be immigrant from Sweden and that would be much easier for me. Or from 
Norway.  
A&M: 
(08:58) 
Because? 
Alvydas: 
(08:59) 
Or even Germany. I heard lots of stories that Danish don’t like Germans, like personally, but I 
think even … 
A&M: 
(09:08) 
Is there anything about stereotypes do you think? Or just… 
Alvydas: 
(09:10) 
Could be, could be. Because it’s like Eastern Europe or those Baltic countries, Poland and all 
the down Europe. Of course, there are different people and ee… some of Lithuanians could 
make some bad things here in Denmark, but that’s not that all of us are so. And I could say 
that maybe also a stereotypes, a bit maybe.  
A&M: 
(09:38) 
So, the problem of job mismatch. Do you think what could be the main reason for it in 
Denmark? Maybe you can say something from your experience or maybe you have heard 
about it? 
Alvydas: 
(09:51): 
I would say that, I mean, the mismatch … it’s because, it’s not only because of that Danes that 
don’t want to employ Eastern Europeans or something, it’s also because of us also, because 
we have such a cultural thing that, I mean, if we need, if you don’t have money to eat, yeah, so 
we will work any kind of job just to to feed our families. So that’s ee… us, who accept, I mean, 
if they would say for professor degree Dane that go and clean the house, do you think they 
would go? They would get the money from government, like unemployment fee, or 
something. But… it’s us, like… maybe the cultural thing that we want to earn, we want to get 
the money for what we do, I mean. So… And of course, if we would start to, if all the 
Lithuanians or Polish that are in Denmark, I assume it’s a huge amount of people foreigners in 
Denmark, if all of us would say no, we will not go to the cleaning jobs or building houses or 
something, that’s not related to our education, so … then it would be also bad for the 
economics in Denmark and maybe they would change the conditions and their point of view 
to the immigrants.  
A&M: 
(11:31) 
This is a job for immigrants, right? 
Alvydas: 
(11:32) 
Yeah.  
A&M: 
(11:40) 
How are you treated by your Danish employer and colleagues? Now and how have you been 
treated, maybe you have experienced any… 
Alvydas: 
(11:48) 
I would say that ee… I’m treated ok, like, I’m satisfied with it. And ee… only thing that’s I’m 
changing in my cultural background, so that if I don’t like something, I’m telling that from now 
on. And it works. They start to respect me then. I mean… of course.  
A&M: 
(12:14) 
So you haven’t felt any negative attitude or negative results from the employer that you are 
changing yourself? Like telling you… that you want to express your opinion? 
Alvydas: 
(12:29) 
Of course, yeah yeah, I can feel it. I’m not so liked any more, I mean, you can realise it of 
course. But ee… I’m not such an…, I mean, I’m saying my opinion but also I have to choose the 
words, which I’m saying it. So, but even if you are saying it in the nice way, you can feel that 
they feel your change, some kind. But I hope I can work with it and they will start to learn 
[laugh] or they will have to learn.  
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A&M: 
(13:12) 
So what could you tell us, just somehow to summarise, what could you tell us about this, what 
do you think about the situation of Lithuanian and Polish workers in the Danish labour 
market? Do you think, in general, they are treated in different way, do they get equal 
opportunities? 
Alvydas: 
(13:29) 
I think that they could get equal opportunities, but I don’t know if they get. But at least as 
many people as I know, so ee… they don’t. And ee… actually we have to, ourselves, again, it’s 
not only Danes who make this problem, I mean it’s ourselves, so we have to fight for us. 
A&M: 
(13:57) 
What about you, so have you ever felt discriminated? 
Alvydas: 
(14:02) 
Yeah, as I told before, ee… I mean, if the whole company goes for the fun trip somewhere and 
not inviting. Again, I don’t know how much others are paid, but I have a feeling that they are 
paid more. And some things, like if you are sick, you, as a student, you are paid per hour and if 
you are sick, you are not at work so it means you are not working, you are not getting 
anything.   
A&M: 
(14:33) 
But do you think this is a result because of your lower position than others’ or is it because of 
your nationality or personality? 
Alvydas: 
(14:41) 
I can’t say it’s because of nationality or personality, but maybe, what I could say, so you’re 
stupid student, so we do what we want. I mean, as long as you are not complaining, it means 
you are ok with this ad we are ok with this. 
A&M: 
(15:01) 
So can you say that you have ever felt any negative, how to say, have experienced any 
negative attitude or have you ever felt somehow offended by your colleagues, or employer or 
at your workplace in general, because you are not from Denmark, because you are from 
Lithuania? 
Alvydas: 
(15:32) 
Yeah, I … it’s not that they would say aa… Yeah, it’s, I haven’t, I would answer. It’s just that, for 
example, you can get the feeling that … they, they think aa, you are Lithuanian, are you, of 
course, you can work more, you can work on weekends, the money is important for you, you 
are poor country. You can get this feeling, but nobody told me to the face. But that’s a strong 
feeling we are getting usually. 
A&M: 
(16:10) 
And to summarise, the final question we would like to ask you, is do you think there is any 
relation between the job mismatch and discrimination?  
Alvydas: 
(16:20) 
Well…  
A&M: 
(16:20) 
Can you find any similarities between these two processes? 
Alvydas: 
(16:25) 
Well, ee… yes and no, I would say. The mismatch is, as I told before, is also because of us, 
ourselves. That we have a different culture, so, I mean, we would like to earn in any way if we 
need money or we need a job. But again, there is also discrimination. Like, for example, if you 
are Bachelor in mathematics, let’s say and you are leaning the house. So that your employer 
discriminates you somehow like, he’s not… it’s not discrimination maybe, but not taking care 
of you, how to say… I mean, when he is talking to you, you can feel that you are cleaner, even 
if the employer knows that you are… well educated. 
A&M: 
(17:34) 
Have higher degree. 
Alvydas: 
(17:34) 
Yeah. So that’s kind of, I mean, not discrimination maybe, I don’t know how to call it. 
A&M: 
(17:42) 
It’s a strong word, but it’s personal thought. 
Alvydas: 
(17:43) 
Yeah, yeah. Could be part of, maybe, discrimination. But I would say it’s ee… quite strong 
relation. Because if you’re not Danish, it’s hard to find a job related to your education and this 
hardness could be discrimination of the employer, so therefore we have mismatch in our jobs. 
Usually, not me, of course. But usually people are not in the right position, because… I could 
see the relation and very strong, actually. 
A&M: 
(18:19) 
Well, thank you very much for your participation, it was a big help. Good luck. Thank you, bye! 
Alvydas: 
(18:22) 
Thanks for you. No problem, thanks. Bye.  
 
Interview with Beata, 24.12.2012 (17:32) 
A&M: 
(00:02) 
Hi Beata! Thank you for… for your time, that you agreed to take part in our interview. To 
begin with, I would like to ask you some… some basic questions about you. Please tell… please 
introduce yourself, tell me how old are you and yhm why did you come to Denmark? 
Beata: Hello! I’m pleased actually to answer some of your questions and help you with your master’s 
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(00:19) thesis. So… my name is Beata, I’m 22 years old and I came to Denmark around 2,5 years ago. 
Ehm, yeah. 
A&M: 
(00:37) 
What was the reason? What was the reason, why did come to Denmark? 
Beata: 
(00:40) 
Ehm my first reason was my Danish boyfriend so Denmark was an obvious choice for 
Erasmus Students Exchange Program. And then I decided to stay at the host university in 
order to finish my studies here.    
A&M: 
(00:56) 
Okay… 
Beata: 
(00:574) 
Otherwise… otherwise I would choose surely some place where it’s hot, not necessarily 
Scandinavia. 
A&M: 
(01:02) 
Yhm. So please tell me, do you have a job? Apart from your studies? 
Beata: 
(01:08) 
Yes, I do.  
A&M: 
(01:11) 
And… yy are you satisfied with your job?  
Beata: 
(01:16) 
No, I’m yhm I’m sorry to say but I am not at all.  
A&M: 
(01:20) 
And what exactly is your job? What, what… yhm… what is it about? 
Beata: 
(01:27) 
Ehm, I am working in a kind of Internet shop where we’re processing orders for the 
customers all over the capital region area. 
A&M: 
(01:41) 
Okay, and then you said that you were not satisfied with you job… 
Beata: 
(01:46) 
Yes… 
A&M: 
(01:47) 
…Could you please explain why and tell me what would make you satisfied… what would 
make you feel satisfied with your job?  
Beata: 
(01:53) 
Okay. What would make me satisfied is, if my employer didn’t treat his workers so objectively 
nearly as his machines and that’s what he does unluckily and that’s also the reason what 
makes me dissatisfied with the job. 
A&M: 
(02:13) 
Okay! And yhm… and is your job related to your education? 
Beata: 
(02:18) 
As you can hear it’s not in any of the aspect.   
A&M: 
(02:24) 
What do you study? 
Beata: 
(02:25) 
I study business studies more with the specialization in business administration.  
A&M: 
(02:32) 
Okay and then please tell me yhm… tell me a bit more how did you get this job?  
Beata: 
(02:40) 
I got this job through my friend. I’ve been looking for a job for quite a while which was I think 
around half a year… 
A&M: 
(02:48) 
Yhm… 
Beata: 
(02:49) 
… and I was… I started to run out of my savings so I really didn’t have a choice than to find 
something rather quick.  
A&M: 
(02:56) 
Yhm, and what kind of job were you looking for? Did you have any idea what… what… yhm… 
did you want to find any kind of job or… did you have any special ideas about your… about 
your job you might have?   
Beata: 
(03:12) 
Well, obviously eh my biggest wish was to find something related somehow to the subject 
that I’m studying but since I knew that it’s quite tough yy… to find something when you are a 
foreigner abroad, then I started looking for job that might be easier to get like in a shop or a 
restaurant or places like that.    
A&M: 
(03:41) 
Okay, yy... but have you met with any difficulties to get the job?  
Beata: 
(03:53) 
Ehm…  
A&M: 
(03:55) 
I mean, were there… were there any requirements… special requirements or conditions you 
had to fulfil to get this job?  
Beata: 
(04:02) 
First, main requirement was obviously that you have to speak Danish and that was quite hard 
to fulfil since you were kind of fresh in a foreign country and had no means to actually know 
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that language so I think that was the biggest difficulty that ee… was actually forcing me to 
reject most of the job offers that I was interested in.  
A&M: 
(04:33) 
Yhm. And is it important for you to have a job matching your education?  
Beata: 
(04:41) 
Ehm that’s what I would like the most since in this way I could start gaining some experience 
within the field that I’ll be working in the future so… I think it’s really, really important and 
then you have a chance to actually focus on something that you would like to do.  
A&M: 
(05:04) 
Exactly. Ehm… What do you think... so here we are talking about the problem of job mismatch 
and then what do you think might be the reasons for a job mismatch in Denmark? 
Beata: 
(05:18) 
Ehm, to me it seems that either there are too many people applying for a job right now and 
due to the high unemployment rate possibly or (05:30) it is the matter of hiring only friends 
or persons that the other employees know so in reality you have a very little chance to get a 
job matching your education. 
A&M: 
(05:41) 
Yhm, and do you think that yy… that immigrants status has had any influence on your job 
seeking process? Does it matter? Was… ehm was there any relation to the fact that you are an 
immigrant and that you had some problems in finding a job matching your skills and 
education? 
Beata: 
(06:05) 
Ehm it’s hard to say because not all employers look at it but probably it wouldn’t have any 
influence at all like five years ago when Denmark needed working force so I don’t know… 
maybe now it is a matter of stereotypes that, for instance, I come from Poland and yy… 
(06:24) there is like different kind of rumours about people coming from Poland so maybe 
that’s the reason, I don’t know.  
A&M: 
(06:33) 
So do you think if were… if you were, let’s say, from other country than Poland like from 
western countries? Would it be easier? 
Beata: 
(06:45) 
Ehm, I think it would. I think that people would look at me completely from different 
prospective if I was, for instance, from the UK and I spoke perfectly English even though… 
yeah! I think that then it wouldn’t be that big matter and I could surely find something better 
that I have now. 
A&M: 
(07:07) 
Yhm, so do you think that the incident of job mismatch is more common for… for people from 
Lithuania and Poland… in this case? 
Beata: 
(07:20) 
Ehm, well… 
A&M: 
(07:24) 
When we talk about the immigrants. 
Beata: 
(07:25) 
Yes, can you repeat the question please because I have some problems with the… 
A&M: 
(07:30) 
Yeah, yeah, of course! If, if in the… hm when… If this is the case, do you think that the 
incidence of job mismatch is… 
Beata: 
(07:41) 
Yes… 
A&M: 
(07:41) 
…If the incidence of job mismatch is more common for people form Pol… for example people 
from Poland and Lithuania?  
Beata: 
(07:47) 
Ehm… 
A&M: 
(07:48) 
Do they have more problems in finding a job educated… a job related to their education? 
Beata: 
(07:57) 
I… I think, it is because many people that are coming to Denmark like from Lithuania or 
Poland and after they have finished their education, they know that any kind of physical work 
is paid a way better here in Denmark than what they could get in their home countries so they 
don’t really care about looking for something fitting to their education. It’s more important 
that they actually can earn much more money doing something completely else. 
A&M: 
(08:31) 
So what if they… what, what if they came here maybe, for example, to study or work having a 
higher education. If they were aiming at a… at a kind of job that is yhm… relevant to their 
education? If that would be the problem? If that would be difficult to find such kind of job? 
Because they are from Poland or Lithuania?    
Beata: 
(08:55) 
I think it’s very difficult. Personally, I have a lot of friends who came here after finishing their 
studies and even though at first they tried to find something fitting their education, they 
found it impossible so… yy… it works only in a way like if you… if you have a job in Poland or 
Lithuania and your workplace starts looking for an exchange. For instance, if a company has 
the offices in Denmark and they send you for an exchange. Then… then you can easily get into 
working within  what you know how to do and what you want to do. (9:42) But otherwise, if 
you just come to Denmark and count on finding a job from the start like within the field that 
you’ve been studying, I think it’s really, really hard or else you… you have to yy… you have to 
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know that for the first two years you will be doing something completely else and just devote 
your time to learning the language because that’s the only way to actually find something 
within your education.      
A&M: 
(10:19) 
Yhm, okay! And now when we… yy… let us go back to… to your work experience…  
Beata: 
(10:26) 
Yes  
A&M: 
(10:26) 
… to your workplace. Please, tell me how are you treated by your Danish employer and your 
colleagues? 
Beata: 
(10:33) 
Yhm…  as I said before, I am treated very objectively ehm… We have certain standards that I 
have to fulfil or else I’ll lose the job since my employer doesn’t care because of his awareness 
that there are fifty other people waiting for my place. (10:55) Ehm, my co-workers are quite 
nice, though some coming from different countries than me think that you want to hurt them 
in some way when you just want to help. Eee… and I find it ridiculous to be so afraid and 
assume that everyone around is hostile towards you.   
A&M: 
(11:17) 
Okay, I understand. And do you get the same working conditions and employment benefits as 
the other employees? 
Beata: 
(11:24) 
I have the same conditions as people who are doing the same as I do. Ehm but it’s surely 
different for the Danish workers who are sitting in the core centres at my work. 
A&M: 
(11:37) 
So, so it’s different yhm… in comparing to… in comparison to Danish co-workers? 
Beata: 
(11:45) 
Yes, but we are like, everything is kept secret so we don’t really know what kind of benefits 
they have.  
A&M: 
(11:57) 
Okay, and then… So more in general, do you think that…hm. What do you think about the 
situation of Lithuanian and Polish workers in the Danish labour market? Do you think that 
they are treated in different way than Danish workers are? Do they get equal opportunities, 
the same working conditions and… stuff like that? 
Beata: 
(12:24) 
Hm… 
A&M: 
(12:25) 
It’s not only about you but… but about Polish and Danish population in Denmark? Polish and 
Lithuanian, I’m sorry. 
Beata: 
(12:33) 
Hm, I think that they are downgraded pretty much and I’m sure that Danish employer would 
prefer to hire someone Danish or even if they hire… if they are forced to hire ehm foreigners, 
then it’s because there are no Danish people actually wanting to work in such conditions ehm 
so since they hire foreigners, the standards are put higher and higher, like I mean the 
standardization of the work in a bad way like kind of tailorism and fortism of disassembly 
lines where… where they didn’t really care about that… yy… that mental aspects of work. 
A&M: 
(13:23) 
Yhm. So you said that… ehm Danish employer would rather… yy would yy hire yhm… hire a 
foreigner if there were not enough Danish employees in the labour market. But does it have 
anything to do with… with a kind of job...? 
Beata: 
(13:45) 
 Yes! 
A&M: 
(13:45) 
…they were looking for? 
Beata: 
(13:47) 
That’s exactly what I meant because now neither there is a lot of unemployed people and 
even though like during the last months my employer was hiring around thirty new people, 
none of them was, were Danish, and that’s because of the type of the work that they would 
have to do which is simply not meeting the standards of people who were brought within 
Danish culture and they just… I think that they would think that it is inhuman to be actually 
treated in that way. 
A&M: 
(14:27) 
What was the job? 
Beata: 
(14:28) 
Ee… I said that we were preparing orders with the customers but it’s mostly like physical 
work that you actually have to lift yourself packages that might weigh a way over 15 kilos so 
that’s not a kind of work that any Danish would like to do and even if we had some Danish 
workers, they didn’t last longer than two weeks. 
A&M: 
(14:59) 
Okay, okay that’s interesting. And one of the last questions. Have you ever felt discriminated? 
While your stay in Denmark.  
Beata: 
(15:10) 
Yes, I did. But you’re asking in Denmark or…  
A&M: 
(15:14) 
Yeah, yeah in Denmark.  
Beata: …or more like in any place? 
9. APPENDIXES 
 
161 
(15:14) 
A&M: 
(15:17) 
Ehm, while… in your workplace in Denmark. Not necessarily in your current workplace. It 
could be before if you had any jobs before…  
Beata: 
(15:25) 
No, I didn’t have any other work before… so I can only… 
A&M: 
(15:28) 
So right now 
Beata: 
(15:28) 
Yeah… yes! I did feel discriminated. 
A&M: 
(15:35) 
In what way? 
Beata: 
(15:37) 
Well, I can think of one particular situation right now. 
A&M: 
(15:41) 
Please, tell us. 
Beata: 
(15:42) 
Ehm, it was when I my boss was standing with a stopper at 19:30 when people have been 
working for thirteen hours at that time and complained that they were too slow… 
A&M: 
(15:55) 
Okay 
Beata: 
(15:55) 
…so I think that that would never happen if they were Danish workers.  
A&M: 
(16:00) 
Okay. Thank you. And th… the last question. Do you think… do you think of any kind of 
relation between the job mismatch and discrimination? Do you think that these two processes 
are kind of similar? 
Beata: 
(16:18) 
Hm, I think th… 
A&M: 
(16:19) 
If you can say… yeah 
Beata: 
(16:20) 
I think there is a relation between those two though at times you might be lucky and get a job 
that you really want but I don’t think you have that big chances unless you know… you know 
someone pretty well that can actually help you to get it. 
A&M: 
(16:41) 
Yhm. So can you, for example, say that yhm… if you experience the problem of job mismatch, 
any kind of difficulties in looking for a.... in find… in finding a job matching your education 
yy… could you say that you feel discriminated at the same time? 
Beata: 
(17:01) 
Well, I surely wouldn’t say that it’s the only reason but one of the reasons for job mismatch. 
A&M: 
(17:12) 
Yhm. Okay, thank you very much for your… for the interview. 
Beata: 
(17:19) 
Thank you. 
A&M: 
(17:20) 
It was a big help and it was nice to hear about your experience. Thank you very much. Good 
luck! 
Beata: 
(17:27) 
I’m glad that I could help, thank you. 
A&M: 
(17:29) 
Thank you, Beata. 
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Appendix X. Correlations 
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Appendix XI. Categories of education and job 
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Appendix XII. Cross tabulations with the importance of having a job related to the 
education and money or study as a reason for moving to Denmark 
 
The importance of having a job related to the education* Money Cross tabulation 
 Money Total 
No Yes 
The importance of 
having a job related to 
the education 
More important Count 83 63 146 
% within Money 87,4% 72,4% 80,2% 
Less important Count 12 24 36 
% within Money 12,6% 27,6% 19,8% 
Total Count 95 87 182 
% within Money 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Exact Sig. (2-
sided) 
Exact Sig. (1-
sided) 
Pearson Chi-Square 6,400a 1 ,011   
Continuity Correctionb 5,493 1 ,019   
Likelihood Ratio 6,474 1 ,011   
Fisher's Exact Test    ,015 ,009 
Linear-by-Linear 
Association 
6,365 1 ,012 
  
N of Valid Cases 182     
a. 0 cells (0,0%) have expected count less than 5. The minimum expected count is 17,21. 
b. Computed only for a 2x2 table 
 
The importance of having a job related to the education* Study Cross tabulation 
 Study Total 
No Yes 
The importance of 
having a job related 
to the education 
More important Count 94 52 146 
% within Study 74,6% 92,9% 80,2% 
Less important Count 32 4 36 
% within Study 25,4% 7,1% 19,8% 
Total 
Count 126 56 182 
% within Study 100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Exact Sig. (2-
sided) 
Exact Sig. (1-
sided) 
Pearson Chi-Square 8,141a 1 ,004   
Continuity Correctionb 7,031 1 ,008   
Likelihood Ratio 9,416 1 ,002   
Fisher's Exact Test    ,004 ,003 
Linear-by-Linear 
Association 
8,096 1 ,004 
  
N of Valid Cases 182     
a. 0 cells (0,0%) have expected count less than 5. The minimum expected count is 11,08. 
b. Computed only for a 2x2 table 
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Appendix XIII A. Comparison of working conditions with the Danish colleagues 
Do you agree that you get the same working conditions as your Danish colleagues? 
Do you agree that you get the same working conditions as your Danish colleagues? 
  
Strongly agree Agree Neither agree 
nor disagree 
Disagree Strongly disagree Total 
Wage 56 34,15% 50 30,49% 16 9,76% 26 15,85% 16 9,76% 164 
Working hours 73 45,34% 49 30,43% 12 7,45% 17 10,56% 10 6,21% 161 
Break 80 49,08% 47 28,83% 23 14,11% 6 3,68% 7 4,29% 163 
Job safety 75 46,58% 58 36,02% 18 11,18% 4 2,48% 6 3,73% 161 
Rights 66 40,74% 47 29,01% 23 14,20% 15 9,26% 11 6,79% 162 
Amount of work 62 38,99% 47 29,56% 12 7,55% 15 9,43% 23 14,47% 159 
Duties and responsibilities 67 41,61% 39 24,22% 24 14,91% 13 8,07% 18 11,18% 161 
Total 479 42,36% 337 29,80% 128 11,31% 96 8,48% 91 8,06%   
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Appendix XIII B. Comparison of the working conditions with non-Danish colleagues 
Do you agree that you get the same working conditions as your non-Danish colleagues? 
Do you agree that you get the same working conditions as your non-Danish colleagues? 
  
Strongly agree Agree Neither agree 
nor disagree 
Disagree Strongly 
disagree 
Total 
Wage 68 45,64% 53 35,57% 24 16,11% 4 2,68% 0 0,00% 149 
Working hours 72 48,65% 51 34,46% 18 12,16% 5 3,38% 2 1,35% 148 
Break 76 51,01% 51 34,23% 21 14,09% 0 0,00% 1 0,67% 149 
Job safety 73 49,32% 56 37,84% 16 10,81% 2 1,35% 1 0,68% 148 
Rights 72 49,32% 48 32,88% 20 13,70% 3 2,05% 3 2,05% 146 
Amount of work 68 47,55% 45 31,47% 21 14,69% 4 2,80% 5 3,50% 143 
Duties and responsibilities 71 47,97% 41 27,70% 25 16,89% 7 4,73% 4 2,70% 148 
Total 500 48,49% 345 33,45% 145 14,06% 25 2,43% 16 1,56%   
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Appendix XIII C. Comparison of access to the employment benefits with the Danish colleagues 
How would you rate your access to the following employment benefits in your workplace compared to your Danish colleagues? 
 
 
 
  
How would you rate your access to the following employment benefits at your workplace compared to your 
Danish colleagues? 
  Excellent Very good Good Fair Poor I do not know Total 
Education 41 25,95% 26 16,46% 35 22,15% 12 7,59% 18 11,39% 26 16,46% 158 
Training 40 25,48% 34 21,66% 30 19,11% 16 10,19% 15 9,55% 22 14,01% 157 
Bonuses 34 21,52% 30 18,99% 23 14,56% 17 10,76% 27 17,09% 27 17,09% 158 
Health care 40 25,16% 44 27,67% 35 22,01% 10 6,29% 11 6,92% 19 11,95% 159 
Child care 33 23,91% 24 17,39% 32 23,19% 11 7,97% 8 5,80% 30 21,74% 138 
Equality/Fair working 
environment 
46 26,29% 26 14,86% 31 17,71% 23 13,14% 18 10,29% 31 17,71% 175 
Social safety/Insurance 47 29,56% 43 27,04% 30 18,87% 9 5,66% 8 5,03% 22 13,84% 159 
Pension 40 25,16% 38 23,90% 33 20,75% 8 5,03% 9 5,66% 31 19,50% 159 
Informality and open dialogue 
between management and 
employees 
48 30,00% 38 23,75% 34 21,25% 15 9,38% 17 10,63% 8 5,00% 160 
Total 369 25,89% 303 21,30% 283 19,96% 121 8,45% 131 9,15% 216 15,25%   
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Appendix XIV. Crosstabulation with equality and experience of discrimination 
Equality * Have the respondents felt discriminated at the workplace? Crosstabulation 
 Have the respondents felt 
discriminated at the workplace? 
Total 
Yes No 
Equality 
0 
Count 7 16 23 
% within Have the respondents felt 
discriminated at the workplace? 
12,7% 12,6% 12,6% 
Excellent 
Count 4 42 46 
% within Have the respondents felt 
discriminated at the workplace? 
7,3% 33,1% 25,3% 
Very good 
Count 4 22 26 
% within Have the respondents felt 
discriminated at the workplace? 
7,3% 17,3% 14,3% 
Good 
Count 10 21 31 
% within Have the respondents felt 
discriminated at the workplace? 
18,2% 16,5% 17,0% 
Fair 
Count 12 11 23 
% within Have the respondents felt 
discriminated at the workplace? 
21,8% 8,7% 12,6% 
Poor 
Count 17 1 18 
% within Have the respondents felt 
discriminated at the workplace? 
30,9% 0,8% 9,9% 
I do not know 
Count 1 14 15 
% within Have the respondents felt 
discriminated at the workplace? 
1,8% 11,0% 8,2% 
Total 
Count 55 127 182 
% within Have the respondents felt 
discriminated at the workplace? 
100,0% 100,0% 100,0% 
 
Chi-Square Tests 
 Value df Asymp. Sig. (2-
sided) 
Pearson Chi-Square 57,293a 6 ,000 
Likelihood Ratio 59,357 6 ,000 
Linear-by-Linear 
Association 
13,067 1 ,000 
N of Valid Cases 182   
a. 1 cells (7,1%) have expected count less than 5. The minimum 
expected count is 4,53. 
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Appendix XV. Questionnaire 
1. Where do you come from? 
a) Lithuania 
b) Poland 
c) Other … 
2. What is your age? 
a) below 20 
b) 20 - 25 
c) 26 - 30 
d) 31 - 35 
e) 36 - 40 
f) over 40 
3. What is your gender 
a) Female 
b) Male 
4. Which educational institutions have you attended? 
a) High school (post secondary education) 
b) Vocational school (i.e. school of nursing etc.) 
c) College  
d) University 
e) Other … 
5. If you have higher education, what is your educational level? 
a) Professional Diploma 
b) Bachelor 
c) Master  
d) PhD 
e) Other … 
6. What is the subject you have your degree in? (Please state title & subjects of higher educational diplomas 
below]. 
7. When did you come to Denmark? 
8. For what reason(s) have you come to Denmark? (you can choose more than one answer) 
a) To earn money 
b) Better working conditions (for example 
health and safety at workplace) 
c) Higher salaries 
d) Social benefits/Danish welfare system (for 
example social security, insurance, health 
care system, sick pay etc.) 
e) Stable economy and low unemployment rate 
f) Better and faster testing of qualifications 
g) To raise (upgrade) qualifications (for example 
trainings) 
h) To study 
i) Other ... 
9. What job(s) did you have in your home country? 
10. What was your first job in Denmark? 
11. What is your current job in Denmark? 
12. In which region of Denmark do you work? 
a) Capital Region of Denmark (Region 
Hovedstaden) 
b) Central Denmark Region (Region 
Midtjylland) 
c) North Denmark Region (Region Nordjylland) 
d) Region of Southern Denmark (Region 
Syddanmark) 
e) Region Zealand (Region Sjælland) 
13. Are you employed permanently or temporarily?  
a) Permanently 
b) Temporarily 
14. What is your current employment status? 
a) Full time (37h) 
b) Part time 
c) Student job  
d) Other … 
15. If you have a part time job, what is the reason? 
a) You are still studying 
b) You do not have time to work full time 
c) You could not find a full time job 
d) Other … 
16. Have you experienced any difficulties while applying for jobs in Denmark? 
a) Yes 
b) No 
17. If yes, what problems have you experienced while getting your job(s) in Denmark? 
a) Lack of language skills b) Lack of knowledge about the Danish labour 
market 
9. APPENDIXES 
 
173 
c) Your education was not valid in Denmark 
d) Immigrant status 
e) Other …  
18. Why have you chosen to take your current job position? 
a) It is related to your education and 
qualifications 
b) You couldn‟t find any job that is related to 
your education and qualifications 
c) Good salary regardless of the kind of job 
d) Other … 
19. Please rank how satisfied you are with your job. 
a) Completely satisfied 
b) Very satisfied 
c) Moderately satisfied 
d) Slightly satisfied 
e) Not at all satisfied 
ANY COMMENTS?  
20. How important for you is to have a job that is related to your qualifications and educational background? 
a) Extremely important 
b) Very important 
c) Moderately important 
d) Slightly important 
e) Not at all important 
ANY COMMENTS?  
21. Do you think that your education is relevant to your current job? 
a) Yes 
b) No 
22. Have you had problems to get your education/qualifications accepted by the employer? 
a) Yes  
b) No 
c) It didn't matter 
23. If yes, what were the requirements to get the job? (you can choose more than one answer) 
a) To accept lower position 
b) To accept lower wage 
c) To take extra courses/trainings 
d) Other … 
24. Do you have the opportunity to use your knowledge and qualifications at your current work? 
a) Yes 
b) Partly 
c) No 
ANY COMMENTS? 
25. How satisfied are you with your salary? 
a) Completely satisfied 
b) Very satisfied 
c) Moderately satisfied 
d) Slightly satisfied 
e) Not at all satisfied 
ANY COMMENTS? 
26. If you are not satisfied with your salary, what is the main reason? 
a) Your job position is low paid in general  
b) You earn less than your colleagues even 
though you do the same job 
c) You have the same job position but you have to 
work more than the others to get the same salary 
27. Please rank your working conditions (salary, breaks, rights and entitlements, health and safety etc). 
a) Excellent 
b) Very good 
c) Good 
d) Fair 
e) Poor 
ANY COMMENTS? 
28. Do you have Danish colleagues at your workplace? 
a) Yes 
b) No 
29. If yes, do you agree that you get the same working conditions as your Danish colleagues? Please, rank 
every working condition: 
1 – Strongly agree, 2 - Agree, 3 – Neither agree nor disagree, 4 – Disagree, 5 – Strongly disagree 
a) Wage 
b) Working hours (37 hours per week) 
c) Break 
d) Job safety 
e) Rights 
f) Amount of work  
g) Duties and responsibilities 
ANY COMMENTS? 
30. How would you rate your access to the following employment benefits in your workplace compared to 
your Danish colleagues? 
1 – Excellent, 2 – Very good, 3 – Good, 4 – Poor, 5 – Fair, 6 – I do not know  
a) Education  
b) Training 
c) Bonuses  
d) Health care 
e) Child care 
f) Equality/Fair working environment 
g) Social safety/Insurance 
h) Pension 
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i) Informality and open dialogue between 
management and employees 
j) Other ....... 
ANY COMMENTS? 
31. How would you rank the attitude of your Danish colleagues towards you and other immigrants at your 
workplace? 
a) Excellent 
b) Very good 
c) Good 
d) Fair 
e) Poor 
ANY COMMENTS?  
32. Do you have non-Danish colleagues at your workplace? 
a) Yes 
b) No 
33. If yes, do you agree that you get the same working conditions as them? Please, rank every working 
condition: 
1 – Strongly agree, 2 – Agree, 3 – Neither agree nor disagree, 4 – Disagree, 5 – Strongly disagree 
a) Wage 
b) Working hours (37 hours per week) 
c) Break 
d) Job safety 
e) Rights 
f) Amount of work  
g) Duties and responsibilities 
h) Other ... 
ANY COMMENTS? 
34. How would you rank your Danish employer’s attitude towards you and other immigrants at your 
workplace? 
a) Excellent 
b) Very good 
c) Good 
d) Fair 
e) Poor 
f) I do not know 
g) My employer is not Danish 
ANY COMMENTS? 
35. How would you rank the equality at your workplace with relation to: 
1 – Excellent, 2 – Very good, 3 – Good, 4 – Poor, 5 – Fair, 6 – I do not know 
a) Salaries 
b) Relationships between you and your 
colleagues 
c) Relationships between you and employer 
d) Relationships between employer and other 
employees 
ANY COMMENTS? 
36. Have you ever felt discriminated at your workplace? 
a) Yes 
b) No 
37. If so, in what way have you felt discriminated? (Please, give as many examples as possible) 
38. Please, feel free to give some personal comments about your experience and any ideas about immigrants 
and employment in Denmark. 
